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ABSTRACT 
The study examined perceived Job Insecurity, Work Overload and Work Family Conflict as 
predictors of Turnover Intention among bank employees in Benue State. The sample size of 348 
participants made up of 195(44.56%) males and 153(44.4%) females with ages ranging from 31 – 
40 years participated in the study. The study employed a cross sectional survey design and 
participants were drawn from commercial bank employees by using purposive sampling 
technique. Four standardized psychological instruments namely: Job Insecurity Scale (JIS), Work 
Overload Scale (WOS), Work Family Conflict Scale (WFCS) and Turnover Intention Scale (TIS) 
were used for the study. Data collected were analyzed using multiple regression, simple linear 
regression and hierarchical regression technique were used to test the hypotheses. The results 
revealed that job insecurity predicted turnover intention at (R=0.657, R2=0.432, F=37.247, 
P<0.001), work overload (R=0.355, R2=0.126, F=7.055 P<0.05), work family conflict (R=0.428, 
R2=0.184, F=11.013 P<0.05). Work family conflict dimensions revealed their independent 
prediction (Time based, Behavioral based and Strain based) were statistically significant, with 
time based dimension recording a higher Beta value (β = 0.57, p < 0.01) than the strain based 
dimension (β = 0.26, p < 0.01), while behavioral based recorded low Beta value (β = 0.11, p > 
0.01). Also, job insecurity, work overload and work family conflict jointly predicted turnover 
intention significantly (R=0.805, R2=0.648, F=28.867, P<0.01).The study concludes that job 
insecurity work overload and work family conflict influences turnover intention of bank 
employees.The study recommends among others that management should reduce the high targets 
given to bank workers to meet up within a period of time and adopt a shift system to ease the 
employees from fatigued. 
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CHAPTER ONE 
INTRODUCTION 
1.1 Background to the Study 
Turnover intention simply refers to the desire or willingness of an employee in an 
organisation to quit his/her job in the near future as there are job opportunities (Elogovan, 2001). 
Employees with high level of turnover intention are only physically present in an organization 
while their mind is elsewhere (Sowmya & Panchanatham, 2012). When an employee’s mind is 
somewhere else and not in the organisation where he/she works, the employer may not get the 
best out of him/her and this may be counterproductive and detrimental to productivity and 
efficiency of suchorganization. Turnover intention is an attitudinal variable that has continued in 
empirical research due to its practical effects for voluntary turnover behaviour (Price, 
2001;Brigham, Castro, & Shepherd, 2007). Employees’ voluntary turnover is an unsafe outcome 
for organisations because it increases recruitment, selection, training costs, and reduces 
competitive advantages (Mustapha & Mourad, 2007; Abbasi & Hollman, 2008). Emigration of 
some employees from an organisation reduces productivity, efficiency and increase the workload 
of the remaining employees (Miller, 2010). 
Turnover intention has received much theoretical and empirical attention in organisational 
behaviour and human resource management studies for several decades (Hom & Griffeth, 1995; 
Babakus, Gravens, Johnston & Moncrief, 1996). These studies have contributed a lot to the 
understanding of the subject matter.  Studying turnover intention, rather than actual turnover, 
according to Lambert and Hogan (2009) is imperative in several ways. For instance, turnover 
intent is frequently used as the final outcome variable in studies because it is easier to measure 
and tends to be more accurate. Also, Firth, Mellor, More and Loquet, (2004) contend that it is 
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challenging to gain access to people who have already left to determine why they really quit, thus 
making the study of intention to quit more appropriate than actual turnover.  
 Administrative archives are sometimes closed to external researchers or may be 
incomplete or inaccurate and as such may lead the faulty conclusion about employees’ turnover 
(Mitchell, Mackenzie, Styve, & Gover, 2000). Early research on turnover focused on the 
identification of different antecedents to turnover (Price & Mueller, 1996); some emphasize the 
importance of cognitive processes.That is, matchingthe value of cost and benefits of the current 
job to one’s aspiration level in determining both job distress and termination decisions (Hulin, 
Rosnowski and Hachiya, 1995). According to Lambert and Hogan (2009), expected external 
employment opportunities of intended job have a direct positive effect on turnover intent. At the 
same time, much of the empirical research on turnovers focused on employee’s perception of 
fairness, job security, job work load and self-reports as predictors of turnover intention (Hom & 
Griffeth, 2000); For instance, Sanusi (2004) opined that, turnover research has shown that optimal 
level to insecurity could stimulate motivation and lead to subsequent turnover. That is to say, 
employees’ intention to remain and be committed to an organisation can be explained using level 
of job security he/she experience within an organisation. According to Maslow as cited in 
Robbins (2005), people are committed to satisfy five need levels and these include physiological, 
safety, social, esteem and self-actualization needs. At the bottom of the hierarchy are the 
physiological needs that represent basic issues of survival and include things like food, clothing 
and shelter. These needs can be fulfilled through job security, irrespective of employees ‘age and 
gender. If these needs are not adequately satisfied, then the individual embarks on the process of 
searching for alternative employment. 
3 
 
Kwon, and Rupp, (2013) defined turnover intention as a mental or behavioural intention of 
individuals to get out of their current job within one year. It also reflects the desire of the 
individuals to leave the organization and look for other employment alternatives. Utami and 
Bonussyeani (2009) limits employee turnover intention as the desire to seek other employment 
alternatives that have not been realized in the form of real action. Turnover intention can also be 
defined as a mental decision between a person's attitude towards work and the decision to stay or 
get out of the job. This mental decision is regarded as the immediate antecedent to employee exit 
behaviour (Jacobs & Roodt, 2011). In summary, turnover intention is the result of employee 
evaluation of their likelihood to quit an unmanifested expectation of their own continuity in the 
organization.  
The dynamic nature of the Banking sector create problem for the employees as it is 
comparatively common to quit the system every year either through voluntary or involuntary 
means. Thus employees seldom grow with a particular bank in their employment pursuit. Where 
incoming workers displayed high skills, high initiative and are grounded in knowledge and well 
educated can undoubtedly impact positively on both the employees and the firms’ performance 
(Brown, Garino and Martin 2007). 
 Employee turnover in the banking sector occurs when employees leave their jobs and 
must be replaced. Replacing exiting employees is a cost to the sector and destructive to service 
delivery and this has a significant level of negative effect on the banking system performance. 
Hence, management should consider it necessary to slash down to the least the alarming rate at 
which employees, particularly, those that are crucial to its operations are leaving the 
organisations. Labour turnover measures the occupational migration of workers in and out of 
service with particular firm, the issue and interest in measuring such movement only arose when 
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working for an employer rather than self-employment, geographical, marital organisations and so 
on. These further proved that there is no consensus to what actually leads to labour turnover.  
Job insecurity as defined by Greenhalgh, and Rosenblatt, (2010) refers to perceived 
powerlessness to maintain desired continuity in a threatened job situation.While Davy, Kinicki 
and Scheck (1997) gave their own definition as an individual’s expectation about continuity in a 
job situation. According to Heaney, Israel and House (1994) job insecurity is a perception of a 
potential threat to continuity in one’s current job. One universaldeduction from these definitions 
is that job insecurity is perceptual in nature and it is determined by individual differences across 
different organizational settings. This subjective nature of job insecurity was further emphasized 
by Hellgren, Sverke and Isaksson (1999) who distinguished between two different forms of job 
insecurity: quantitative job insecurity, classifies as worrying about losing the job itself, and a 
qualitative jobinsecurity, which has to do with worrying about losing important features of the 
job, including job stability, positive performance appraisals and promotions (Greenhalgh & 
Ojedokun 2008; Jacobson 1991). In their opinion, the later refers to feelings of potential loss in 
the quality of organizational position, such as worsening of working conditions, lack of career 
opportunities and decreasing salary development.  
As reported by Probst (2004), job insecurity can lead to workplace injury and accident, 
and the significant financial cost of treatment, which can contribute heavily to the overhead cost 
of the organization. According to Brockner, Tyler, and Schneider (1992) and De Witte and 
Naswall (2003) an insecure workforce can pose problems for firms since insecurity may well 
cause employees to identify less with corporate objectives and may impact adversely on 
motivation and willingness to innovate and hence on their individual productivity. As pointed by 
Ashford, Lee, and Bobko, (1989) perception of job insecurity has a direct link with employee’s 
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pronounced turnover intention most especially when many viable opportunities exists outside the 
firm. Further, Greenhalgh, and Rosenblatt, (2010), admitted that such situation of increased intent 
to quit results in a situation, whereby the most productive employee ends up being the first to quit 
because of their high employability which, in addition to reducedmotivation, can also jeopardize a 
company’s productivity and competitiveness (Heymans, 2002). 
 The underdeveloped economies like Nigeria, where job security   present a significant 
factor in employment decision making of individuals. The radical change from a traditionally 
secure working situation to a fast changing and insecure one could be expected to have an impact 
not only on the wellbeing of individual, but on their work attitude and behaviour, and, also in the 
long run, on the vitality of the organization. Workers react to job insecurity and their reactions 
have consequences for organizational effectiveness. The success or failure of any downsizing 
strategy is essentially determined by the reactions of the survivors in the organization. As noted 
by Cheng and Chan,(2008) job insecurity has consistently been found to have relationship with 
reduced level of work attitudes such as job satisfaction and increased turnover. Findings from 
other studies show that employees who felt insecure about their future employment were more 
dissatisfied with their jobs and likely to look for job elsewhere compared to those perceived their 
future job situation as more secure (Ashford, Lee & Bobko,1989; Davy, 1997, Burke & Nelson, 
1998; Dekker & Schaufeli, 1997, Hellgren,  Sverke,  & Isaksson,  1999). Moreover, perceived 
insecurity concerning one’s future role in the organization may also make employee less inclined 
to remain with the organization. Job insecurity, like any stressor could lead to a withdrawal 
reaction as manifested in higher level of turnover intention  
Globalization has created new challengesin the work domain and accepting such 
challenges puts heavy work pressure on employees. The psychological pressure of work in turn 
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creates an imbalance between an employee’s work and family life Malik (2011). This has an 
enormous influence on an employee’s quit intention. A low control over his/her job makes a 
worker feel overloaded. When long and tedious working hours combine with stressors from the 
family and home, the straight result is the work-life conflict, and more so in absence of social 
support. Extremely long working hours force employees to neglect many of their family 
responsibilities, which disproportions their work and family lives.  Work overload triggers the 
chain of psychological states, which spurs the intention to quit Lucy,  David,  Kathleen, & 
Claude,  (2004).Work overload can potentially affect employees in any economic sector. The term 
work overload and role overload are seen in the literature with a similar pattern of characteristics 
(Altaf and Awan, 2011; Blackmore and Kuntz, 2011). Work overload result in negative outcomes, 
research indicates that some individuals may view taking on more work and responsibility as a 
challenge (Altaf & Awan, 2011).  
Work overload appear mainly to be the result of organizational pressure. These 
organizational pressures include: long and difficult working hours, pressure to work overtime, 
few holidays, vacation days or breaks, unreasonable workload, an unreasonable expectation of 
performance within the time allowed, role ambiguity, role conflict, and one non-organizational 
cause, interpersonal conflict. Work overload is habitually expressed through physical indicators 
such as fatigue from lack of sleep and overwork, headache, nausea, insomnia, anxiety, and stress 
(Altaf & Awan, 2011). These physical indicators have the potential to become longer-term health 
issues and could result in a variety of negative outcomes. Research indicates that work overload 
outcomes can affect the person, the organization, or both (Altaf & Awan, 2011; Cullen FT, Link 
BG (2008) Wolfe NT, Frank J; Ilies, Dimotakis & De Pater, 2010). Individuals can have poor 
work-life balance or develop physical problems such as cardio-vascular disease. It affects the 
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organization through employee dissatisfaction, greater absenteeism, and job turnover. Both the 
organization and employees are affected by mishaps caused when employees are dissatisfied and 
consequently less engaged and attentive in their work. Other studies offer support to the negative 
outcomes associated with work overload. Friend (1982) found that higher workload and greater 
time urgency led to higher levels of turnover intention. In addition, negative affective reactions to 
high workloads can decrease employee well-being and cause greater affective distress on high 
workload days. This psychological strain becomes greater when the actual demands are perceived 
by the employees to exceed their own capacity.  
Changes in the workplace environment and demography of employees have made 
studying the relationship between work and family more important. As organizations attempt to 
help employees manage the balance between work and family demands, there is a growing body 
of research on the topic of work-family conflict. Besides the rapid increase of married women 
entering the work force while continuing to maintain the majority of the family and household 
responsibilities, the interest in the topic has also in large measures been fuelled by the 
acknowledgement that work-family concerns are highly noticeable for the well-being of 
employees. Empirical evidence also confirms that work-family conflict is repeatedly a severe 
stressor at work leading to various negative outcomes, including impaired well-being (Karatepe & 
Tekinkus, 2006). 
 It is evident that employees work lives can either enhance or detract from their family 
lives. In the same manner, our family lives can have positive or negative influences on our work 
attitudes, behaviors, and outcomes. For example, extensive and inflexible work hours, over-
involvement in work, and job stress may produce distress within the family domain, as well as 
withdrawal from family responsibilities, and adversely affect one's overall quality of life. 
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Similarly, extensive care-giving responsibilities and intensive involvement with family activities 
can limit individuals' career choices and aspirations and negatively affect their work involvement, 
job satisfaction, and intention to continue their employment. Although researchers argue that both 
depletion and enrichment processes operate simultaneously for employees who assume both roles 
(Ohlott, Graves, and Ruderman 2004; Ruderman et al. 2002; Wadsworth & Owens, 2007), work-
family interference still must be managed because the existence of enhancement does not 
eliminate role conflict.  
Work-family conflict has been conceptualized by Greenhaus& Powell (2003), on the basis 
of source of conflict. To them, there are three types of conflict, namely, time-based, strain-based 
and behaviour-based conflicts. Time-based conflict refers to the conflict that arises when the time 
devoted to one role makes it difficult for the individual to participate in the other role. An 
example might be where a bank employee’s parent-teacher meeting conflicts with an important 
meeting at work. (e.g., requiring employees to work late with little notice might make it difficult 
for employees to meet family obligations, like picking up a child at day care).Researchers are 
recognizing that work-family conflict is a complex, multi-dimensional construct. Work-family 
conflict is conceptualized as a construct with dual direction (work-to-family and family-to-work), 
multiple forms (time-based, strain-based, and behavior-based) and specific to multiple life roles 
(e.g., spouse, parental, elder care, home care, and leisure). 
Globalization, socio- economic changes, technology and business changes are gradually 
reducing the boundaries between countries. These global factors influence countries’ economy, 
social values, demography, living standards, rates of female employment, dual-earner couples, 
single parent families, and result in a breakdown of the traditional single breadwinner 
family(Byron, 2005).This influences the individual work and family life in terms of more 
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diversity in family structures, more workforce diversity, and a greater emphasis on quality of life 
(Yang,Chen,Choi, &,Zou, 2000).These changes make work family conflict an international issue. 
Work-family conflict is “a form of inter-role conflict in which the role pressures from the work 
and family domain are mutually incompatible in some respect” Greenhalgh &Rosenblatt 
2010).The work–familyinterface has become increasingly challenging for employees in both 
developed and developingnations (Ling &Poweli, 2001). Developed and developing countries 
might have a differentnature of work family difficulties that might require a different set of 
solutions to manage. In addition, ways of managing work family problems are likely to reflect 
theculture of a society.Work–family conflict (WFC) that is, the involvement of incompatibilities 
between work and non-work roles has become a concern for employees, companies, and 
scientists. Researchers interested in the work–family conflict have devoted important attempts to 
examine these issues. There are many evidences, which indicate the work domain can 
substantially influence different aspects of the family domain such as quality of family life, 
marital tension, marital functioning, and anxiety and mood at home (Eby, Lillian, Wendy Casper, 
Angie Lockwood, Chris Bordeaux, & Andi Brinley. 2005) 
Work family conflict is significantlyincreasing among bank employees due to long 
working hours which is a traditional norm in banking sector. Furthermore working couples with 
children experience more imbalance in work and family life and desire to reduce the working 
hours in banking industry (Malik & Khlid, 2008). When the bank employee is constantly facing 
work family conflict he/she is exposed to emotional exhaust and this factor ultimately drag the 
employee to turnover intention. The experience of negative work-to-home disturbance is linked 
with less employees’capability to deal with both realms and cheaperfulfilment with work-family 
stability.  
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The Nigerian family, just like any family from a developing economy, has been 
undergoing significant and functional changes without a corresponding shift in cultural policies. 
Few Nigerian families consist of a father who works and a mother who stays at home to care for 
the house and the children, despite advances in education and workplace compositions. Most 
work organisations continue to be guided by traditional work-place policies that are in place in 
those periods when men were the only category working while women stay at home. These 
arrangementsare clearly distant from the reality of the present diverse work place that is 
increasingly populated with working mothers, single parents, and dual-career couples. This 
creates a potential for conflict and stress, as employees struggle with the demands of balancing 
paid work and home responsibilities.  
1.2 Statement of the Problem 
In the past few years, the banking industry in Nigeria witnessed some financial crises such 
as persistent liquidity, poor asset management, weak corporate governance, weak capital base, 
and over-dependent on public sector deposits (Soludo, 2009). In order to salvage this sector, the 
Central Bank of Nigeria (CBN) introduced and supervised recapitalization and consolidation 
policies, which led to the merger , acquisition, and downsizing of some banks in Nigeria. This 
reduced the number of banks in Nigeria from 89 (as at June, 2004) to 25 (in December, 2005) 
(Adejuwo, et al., 2013; Ogungbamila, 2010), and later to 22 (later in 2011). Although 
recapitalization and consolidation policies were aimed at enhancing the safety of deposits and 
strengthening the capital base of banks in order to better finance the Nigerian economy and to 
effectively compete in African and global system (Ogungbamila, 2010), as Ojedokun (2008) 
noted it has raised some challenges for those banks that emerged after merger and acquisition. 
Some of these challenges identified by these authors are: inter-bank competition for the best hand 
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in the industry, demands for high returns on investment, and closer monitoring by the regulatory 
authority. 
These developments made most banks in Nigeria to shift from a transaction-based model 
to a sales/service model (Ojedokun, 2008; Ogungbamila, 2010). The sale/service model adopted 
by banks puts a lot of pressures on bank employees because of the increase in job targets 
(Ogungbamila, 2010; Adejuwon,.& Lawal. 2013). The high job targets and emotional demands 
placed on bank employees, as well as other stressors such as long working hour, lack of shift, job 
insecurity and inequality, low pay, time pressure, and the dual obligation of protecting the banks 
and its customers in the banking industries in Nigeria (Ogungbamila, 2010; Owolabi & Babalola, 
2011) have made some employees quit, while others are preoccupied with the intention to quit as 
soon as they find alternative jobs with better working conditions (Ojedokun, 2008; Balogun, et 
al., 2012) 
There is no place more suitable to study turnover intention than the banking industry in 
Nigeria. This is because employee’s turnover intention is greater than it’s expected and it has 
become a major threat to the existence of most post consolidation banks (ojedokun 2008). This 
may be due to the fact that the nature of the work requires keeping and maintaining competent 
employees, recruiting these qualified workforce are major challenges of the bank industry and 
these challenges may be as a result of absence of satisfied level of job insecurity, work overload 
and work family conflict among bank employees. 
Studies have shown that there is high incidence of voluntary turnover among bank 
employees in Nigeria (Ojedokun, 2008; Balogun & Olowodunoye 2012). Although, voluntary 
turnover of poor performing employees is beneficial, but loss of talented and skilled employees 
may have deleterious effects on the banking system of the country (Ojedokun, 2008). Research 
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findings have shown that loss of trained employees through voluntary turnover raises recruitment, 
hiring, and training costs and reduces competitive advantages of organizations (Abbasi and 
Hollman, 2008; Hong & Kaur (2008).; Ojedokun, 2008). In addition, turnover includes other 
costs, such as loss of productivity and loss of sales and management’s time or energy. 
Furthermore, turnover of employees disrupts teams and smooth workflow, reduces production and 
quality of service, and results in loss of knowledge, innovative ideas, and new approaches 
(Mustapha &Mourad, 2007; Wagner, 2010). These negative consequences of employee turnover 
as well as their high rates have therefore generated considerable interest among organizational 
behavior and attitude researchers in understanding its causes and reducing its incidence (Griffeth, 
Hom, & Gaertner, 2000).Therefore, understanding and clarifying the predictors of intention to 
quit of bank employees in Nigeria may offer crucial insights into how the negative job attitude 
can be reduced or checked.  
Looking at the Nigerian banking industries from the researchers’ point of view, it is 
obvious that the rate of labour turnover is becoming worrisome and this had brought untold 
hardship to many homes in the country. Workers are laid off either openly or secretly on daily 
basis and the high level of turnover poses a serious problem for the industry especially if the 
separation is voluntary by relatively high profile numbers of human capital value (WeiBo, Kaur 
&Zhi 2010).  
 
Most studies have focused on the great impact of attitudinal factors such as satisfaction 
and organizational commitment on turnover intention. However less attention is given to study 
the influence of job insecurity, work overload and work family conflict on turnover intention 
among 0bank employees in Nigerian context. Therefore this study examined the influence of job 
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insecurity, work overload and work family conflict on turnover intention among bank employees 
in the banking industry of Nigeria in Benue State.  
1.3 Aim and Objectives of the Study 
The aim of the study is to investigate perceived job insecurity, work overload and family work 
conflict as predictors of turnover intention among bank employees in Benue State. The specific 
objectives include the following: 
i. Assess the influence of perceived jobinsecurity on turnover intention among bank 
employees in Benue State. 
ii. Examine the influence of perceived work overload on turnover intention among bank 
employees in Benue State. 
iii. Examinethe influence ofperceived work-family conflict on turnover intention among 
bank employees in Benue state. 
iv. Ascertain the joint influence of perceived job insecurity, work overload and work-family 
conflict on turnover intentions among bank employees in Benue State.    
1.4 Research Questions 
The following questions are set for the study: 
i. Does perceived job insecurity predict turnover intention among Bank employees in Benue 
state? 
ii. To what extent does perceived work overload predict turnover intention among bank 
employees in Benue state? 
iii. To what extent does perceived work-family conflict predict turnover intention among bank 
employees in Benue state? 
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iv. To what extentperceived job insecurity, work overload and work-family conflict 
jointlypredict turnover intention among bank employees in Benue state?  
 
1.5Significance of the Study.  
This research project is significant in terms of finding the main factors that lead to 
turnover intention among bank employees. This will add to existing literature such that many 
scholars can use it as reference point. 
This work will help to build up existing theories, it has helped in establishing facts about 
existing theories. 
 This will help the banks to drive and revitalize their current retention programs and help 
to save their operations cost eventually. The result of this research will help the banking industry 
to refresh their existing retention program to be more meaningful to the employees. The result 
will point factors that aresignificant towards the turnover intention, that eventually be used by the 
organisation to zoom into. This will help to improve the relationship between the employee and 
the organization, and eventually will create loyalty in a long run.  
 
1.6 Scope of the Study 
This study centres on examining perceived job insecurity, work overload and family work 
conflict on turnover intention among bank employees Benue state. The independent variables (job 
insecurity, work overload, and work-family conflict) are used as multiple factors with component 
units while the dependent variable is turnover intention.  
Geographically, this work is carried out in Benue state. The study covers selected banks in 
three senatorial zones viz: Zone A, Zone B, and Zone C respectively. The following banks were 
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selected: First Bank in Katsina-Ala, UBA and First Bank in Ukum;First Bank and Access Bank in 
Vandeikya LGAs in North-East Senatorial district. Similarly, First Bank, United Bank of Africa, 
Zenith Bank, Access Bank and Guaranteed Trust Bank were selected in Makurdi and Gboko 
LGAs, while First Bank in Gwer-West all in North-West Senatorial district. Also, First Bank, 
United Bank of Africa, Zenith Bank, Access Bank and Guaranteed Trust Bank were selected in 
Otukpo, and UBA in Oju, all in Benue South senatorial district. 
The time frame for this research is one year. 
 
 
1.7 Operational Definition of Terms 
Work family conflict: These are incompatible demands between the work and family role of an 
employee in the banking sector that makes participation in both work and family domain difficult. 
Job Insecurity: This is a condition where employees in the banking sector are not sure that their 
jobs will remain stable. 
Work overload: This is the situation where a bank employee has too much to do. 
Turnover intention: This is a measurement of whether an employee plans to leave their 
organization to another. 
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CHAPTER TWO 
LITERATURE REVIEW 
This chapter deals with review of literature on the subject matter of this study. The literature is 
reviewed in three main aspects which are: conceptual review, theoretical review, and empirical 
review. At the end of this chapter is a summary of literature review and hypotheses. 
2.1 Conceptual Review 
In this section, the four key concepts of this study are comprehensively discussed. These 
are job insecurity, work overload, work family conflict and turnover intention. 
2.1.1 Job Insecurity 
 
Job insecurity or ‘the threat of unemployment’ is defined in various ways in the literature. 
Greenhaus & Powell(2003). Define job insecurity as “the perceived powerlessness to maintain the 
desired continuity in a threatened job situation”. Heany, Israel and House (1994) refers to the 
“perception of a potential threat to the continuity of the current job”, and Sverke, Hellgren and 
Näswall (2002) to the “subjectively experienced anticipation of a fundamental and involuntary 
event related to job loss”.  Job insecurity can be defined as the perceived threat of job loss and the 
worries related to that threat (De Witte, 1999, p. 156; Sverke, Hellgren, Näswall, Chirumbolo, De 
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Witte and Goslinga, 2004). This definition is closely related to the common denominator of most 
definitions in this field: the concern regarding the future continuity of the current job (Sverke and 
Hellgren, 2002; van Vuuren, 1990). Most authors also agree on a number of additional aspects. 
First of all, job insecurity is a subjective perception. The same objective situation such as decline 
in company orders may be interpreted in various ways by different workers. It may provoke 
feelings of insecurity for some, whereas their job continuity is (‘objectively speaking’) not at 
stake. Others, on the contrary, may feel particularly secured about their jobs, even though they 
will be dismissed soon afterwards. 
Subsequently, what typifies this subjective conceptualisation of job insecurity is that it 
concerns insecurity about the future: Unsecured employees are uncertain about whether they will 
retain or lose their current job. They are ‘groping in the dark’ as far as their future within the 
organisation or company is concerned. Employees who feel uncertain cannot adequately prepare 
themselves for the future, since it is unclear to them whether actions should be undertaken or not. 
Many definitions also refer to the involuntary nature of job insecurity (Greenhaus & Powell 2003; 
Sverke & Hellgren, 2002). Research on job insecurity does not focus on employees who 
deliberately choose an uncertain job status (prefer to work with a temporary contract, because it 
suits their present situation). Insecure employees rather experience a discrepancy between the 
preferred and the perceived level of security offered by their employer. Job insecurity mostly 
implies feelings of helplessness to preserve the desired job continuity. 
Scientific views however differ regarding some other components of job insecurity. Some 
differentiate between the cognitive probability of losing one’s job that is, ‘I think that I will be 
dismissed’, and the affective experience thereof ‘I am worried that I will become unemployed’ 
(Borg, 1992). Others differentiate between quantitative and qualitative job insecurity (Hellgren, 
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Sverke & Isaksson, 1999). Quantitative job insecurity refers to the continuity (or loss) of the job 
itself: People are uncertain about whether they will be able to retain their actual job or become 
unemployed. Qualitative job insecurity refers to insecurity regarding the continued existence of 
valued aspects of the job, such as pay, working hours, colleagues and the job content (autonomy, 
responsibility). Research focused on the differential consequences of cognitive versus affective 
job insecurity (Borg, 1992) and of quantitative versus qualitative insecurity (Hellgren et al., 
1999).  
In recent years, job insecurity has become more relevant for employees and organizations. 
The increasing uncertainty of employees has come to the attention of both research and the daily 
press, for example, in international newspaper article headlines such as ”The number of insecure 
jobs increases” (RP, 2010) and “Help me to deal with job insecurity” (Budworth, 2009). 
Employee uncertainty over potential job loss has often been assumed to have negative 
effects. From an individual perspective, it is the health and well-being of employees that may be 
negatively affected, while, from an organizational perspective, work behaviors and attitudes may 
be affected negatively. Since planning for the future might not be possible when experiencing job 
insecurity and life outside work may be influenced negatively as well, job insecurity can have 
effects on a larger societal level. For instance, detrimental effects to well-being and health may 
have to be compensated for by the welfare and healthcare systems (Pfeffer, 1997). Until now 
research on the consequences of job insecurity has mainly focused on topics that are relevant from 
an individual and organizational perspective (Cheng &Chan, 2008; Sverke, Hellgren, & Näswall, 
2002), but further outcomes need to be included to gain a better understanding of the severity of 
job insecurity. Moreover, little is known about the inter-individual differences regarding 
responses to job insecurity (Armstrong-Stassen, 1994; Kinnunen, Mauno, & Siltaloppi, 2010), 
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especially when considering coping or living circumstances. Intervening factors, between the 
experiencing of job insecurity and its consequences, such as perceptions of unfairness (Bernhard-
Oettel, De Cuyper, Schreurs, and De Witte, 2011), have been increasingly studied over the last 
few years (Sverke, De Witte, Näswall, and Hellgren, 2010). A better knowledge of what the types 
of perceptions of the work situation are that may lead to employees experiencing negative 
consequences in connection with job insecurity would be an important step in understanding job 
insecurity better.  
As noted by several commentators (e.g., Gowing, Kraft, & Campbell Quick, 1998; 
Howard, 1995; Pfeffer, 1998; Rifkin, 1995; Sverke, Hellgren, Näswall, Chirumbolo, De Witte & 
Goslinga, 2004), working life has been subject to dramatic change over the past decades. These 
changes concern issues such as increased economic dependency between countries, rapidly 
changing consumer markets, and escalated demands for flexibility within as well as between 
organizations. As a consequence, banking organizations have been forced to engage in various 
adaptive strategies in order to tackle new demands and remain vigorous in this unpredictable 
environment. The banking sector have, as noted by among others Cascio (1998), two options to 
become more profitable: they can either increase their gains or decrease their costs, often by 
reducing the number of employees. 
One of the most commonly used tactics in banking industry reorganization is the practice 
of downsizing. Downsizing strategies may incorporate many different facets and angles but they 
all, by definition, contain methods of personnel reduction. Kets de Vries and Balazs (1997) 
defined downsizing as “the planned elimination of positions or jobs”. Another definition 
emphasizes downsizing as an organizational decision aimed at reducing the workforce and 
improving organizational performance, and that these decisions are intentional and deliberate 
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(Cameron, Freeman, & Mishra 1991). During recent decades, the banking industry has witnessed 
an increase in the occurrence of downsizing and the laying-off of millions of people (Cascio, 
1995). During the last two decades more than one third existing white jobs were eliminated in the 
Nigeria, and the situation in other countries is not much different (Rifkin, 1995). 
The transformation of working life has brought the issue of insecure working conditions to 
the forefront, and a growing number of scholars and practitioners are addressing the issue of job 
insecurity. During the last decade there was a large increase in the number of employees in the 
banking industry who perceived their employment as insecure.  There is also substantial evidence 
to suggest that the nature of work has changed dramatically for those who remain employed. 
Employers in virtually every industrialized nation are, in varying degrees, moving toward 
increased flexibility in how they staff their organizations (Klein Hesselink & van Vuuren, 1999; 
Sparrow, 1998). Organizational strivings for functional and numerical flexibility have resulted in 
demands for new types of skills as well as in changes in employment contracts. Most notably, 
organizations have shown increased interest in employing workers on the basis of short or fixed 
term contracts rather than on the basis of implicit long-term contracts (McLean Parks, Kidder, & 
Gallagher, 1998; Sverke, Gallagher, & Hellgren, 2000). In addition, downsizing survivors have to 
do more with fewer resources, their work load increases, and uncertainty regarding task 
performance is likely to be prevalent (Burke and Nelson, 1998; Hartley, Jacobson, Klandermans, 
and van Vuuren, 1991).As a result of the changes described above, job insecurity has emerged as 
one of the most important issues in contemporary work life and the phenomenon of job insecurity 
has consequently become more frequently studied among scholars and researchers (Sverke, 
Hellgren and Näswall, 2002).  
2.1.2 Work overload 
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While a precise definition of workload is elusive, a commonly accepted definition is the 
hypothetical relationship between a group and individual human operator and task demands. 
Going a step further, work overload has been defined as employees’ perceptions that they have 
more work than they can complete within a given time (Jex, 1998). Overworked people usually 
have unreasonable workloads; work long (and/or odd) hours; undergo a tougher working pace; 
feel pressure to work overtime (paid or unpaid); and receive shorter breaks, days off, and 
vacations (or none at all). Work Overload Measure based on French, Caplan,& Van Harrison 
2010. ): quantitative overload, that is, feelings related to the amount of work, working too fast or 
too hard, having too much to do, or sensing too much pressure; and qualitative overload, an 
employee’s feeling that he/she does not have the time to produce quality work or does not have 
the skills to perform assignments. Kahn, Wolfe, Quinn & Snoek., 1964; Reilly, 1982 introduced 
the concept of role overload, which is very similar to the overall notion of work overload. In 
particular, role overload is the degree to which a person perceives him/herself to be under time 
pressure because of the number of commitments and responsibilities he/she has in life. Role 
overload can be defined as simply having too much to do and not enough time in which to do it, 
and it often means feeling rushed, time-crunched, physically and emotionally exhausted, and 
drained (Duxbury& Higgins 2009). Role overload occurs in the work and family domains and 
generally consists of individuals 1) feeling the need to reduce some parts of their role, 2) feeling 
overburdened in their role, 3) feeling they have been given too much responsibility, 4) feeling 
their workload is too heavy, and/or 5) feeling the amount of work they have interferes with the 
quality of life they wish to maintain (Ahmed 2009). Role overload is conceptually distinct from 
two other role stressors, role conflict—defined as having two or more different incompatible roles 
that collide (or do not collaborate)—and role ambiguity—defined as being uncertain about the 
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task requirements of a particular job (instead of role clarity). Unfortunately, role overload is a 
concept that has been misunderstood and misused by some WF scholars. According to Korabik, 
Lero, and Whitehead (2008), the term role overload has been used interchangeably with role 
strain, role stress, time-based strain, and role conflict, which is why the role conflict concept has 
been employed more among WF researchers.  
Allan, Loudoun, & Peetz, (2007)developed the notion of workload pressure, which 
encompasses both the amount and pace of work. They developed their own measurement by 
asking questions about the amount of time workers are given to rest during breaks; whether 
workers must adhere to tight deadlines, leave on time, or take work home; whether there is an 
adequate number of employees to complete jobs; whether there is a backlog of work if workers 
are sick; and whether working late is taken for granted in the workplace.  
2.1.3 Work-family conflict 
Work-family issues have become increasingly important for employees, families, and 
organizations (Bourhis & Mekkaoui, 2010); with less time for family responsibilities and 
obligations creating stress on the home-work interfaces (Slan-Jerusalim & Chen, 2009). A 
common theme in the literature is the negative consequences of long working hours and the 
struggle to balance work and home life (Aluko, 2009; Slan-Jerusalim & Chen, 2009). Klein and 
Ehrhart (2002) stated that long work hours are associated with increased work–family conflict 
and, at least indirectly, with psychological distress. Overall, issues of time and other factors such 
as working parents, dual career couples have led to increased research attention towards work-
family conflict and associated outcomes. 
Family work conflict refers to the conflict that arises when meeting of family demands by 
an individual creates disturbance in his/her work-life. Work-life conflict significantly depends on 
what are the individual‟s core values regarding the roles they have to perform in work and family 
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areas. Work-family conflict is a two dimensional construct; work to family conflict arises when 
work interrupt family life and family to work conflict arise when family interrupt work. Frone 
(2000) and Pleck (1979) found work-family interference to be related with family and work 
characteristics such as time spent on child care, family, work demand flexibility, working hours 
and it was higher in parents. Keith and Schafers (1980) stated that sources of work-family role 
strain among people with job and families were working hours per week, number of children, and 
their age. Employed parents faced many difficulties especially employed mothers with children 
having preschool age in coordinating work family needs (Friedman, 1987; Hughes and Galinsky, 
1988). Employed mothers with children having pre-school age were in greater work and family 
role strain than the males and more attention was being given to what work place can do to solve 
work-family problems(Eby,  Casper,  Lockwood,  Bordeaux &  Brinley2005)Voydanoff,  (2004) 
stated that the presence of children had relationship with work-family interference but not spouse 
employment(Netemeyer,  Boles,  & McMurrian 1996 )found that there was correlation between 
number of children at home and work-family conflict. Grandey and Cropanzano (1999) also 
reported a positive correlation between these two variables. Meglino and Ravlin (1998) stated that 
individuals were dissatisfied if they were unable to perform or behave according to their values in 
family and work areas as compared to other individuals who were able to behave according to 
their values in family and work areas.  
Most effective organizational responses to work family conflict and to turnover are those 
that combine work family policies with other human resources practices including work redesign 
and commitment enhancing incentives (Abeysekera, 2007). Organizational benefits and policies 
must help employees to balance their work and lives (Thompson, Poelmans,  Allen, & Andreassi, 
2007).), flexible work schedules, dependent care supports. Now companies are becoming more 
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conscious about work and family life balance and are launching more friendly work life policies 
(Yasbek, 2004) and that work-life balance policies helped in reducing the job stress. On the other 
hand, Hudson (2005) considered it the antecedent of organizational commitment. An employer 
should implement such changes in his organization which fulfil the basic policies & requirements 
of his employees‟ so that turnover intentions ratio can be decreased easily. Work-Life harmony is 
a critical business strategy to reduce employee turnover, and to improve overall firm performance 
(Eby, Casper, Lockwood, Bordeaux& Brinely, 2005). The more the physical/psychological 
symptoms, and turnover intention, the greater the work-family imbalance reported among 
participants (Ling & Phillips, 2006). The following variables used in measuring family work 
conflict. 
Increased life expectancies (Halpern, 2005; Malach-Pines, Hammer, & Neal, 2009; Pew 
Research Center, 2005) combined with a tendency among many families to delay having a child 
(Casper & Bianchi, 2002; Donnell, Kim, & Kasten, 2007) not only contributes to the changing 
demographics of the workforce but may also lead to an increase in the number of employees with 
multigenerational care giving responsibilities. Such demographic changes are also likely to 
increase care demands on family members for longer periods of time. Furthermore, as the number 
of single parent and dual-earner households increase, the number of individuals who can serve as 
full-time stay-at-home caregivers for dependents decreases. Employees who are providing care 
for both adult and child dependents are known as the “sandwich generation”, as these employees 
are sandwiched between the simultaneous demands of caregiving for both their children and their 
aging parents or relatives (Hammer & Neal, 2002; Nichols & Junk, 1997).  
Although the literature on the influence of multiple caregiving roles on interrole conflict 
between work and family has mixed findings, based on theoretical frameworks (for example, role 
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conflict theory, scarcity hypothesis) that argue that increased family demands and responsibilities 
may cause interruptions in work responsibilities due to limited time and energy constraints, it is 
expected that employees with both child and adult dependent care needs will perceive more work-
family conflict than employees with only child or adult dependent care demands. 
The number of dependents that an individual has to care for is indicative of potential 
family responsibility (Boyar, Maertz, Pearson, & Keough, 2003). Being responsible for adult or 
child dependents requires spending time and energy in providing for their daily needs. Employees 
with more dependents have to regulate their obligations, time, and emotions between the work 
and family domains more than employees with fewer dependents. The number of dependents a 
person has is a family-domain variable that may be positively related to work-family conflict 
because the pressures of meeting caregiving obligations to many dependents may interfere with a 
person’s work responsibilities. 
Across three different samples of employees (teachers, small business owners, and 
salespeople), Netemeyer et al. (1996) found that the number of children at home and work-family 
conflict were positively correlated with each other. Additional studies that have included the 
number of children as an antecedent to work-family conflict have also shown a positive 
relationship among these variables (Eagle, Miles, & Icenogle, 1997; Grandey & Croponzano, 
1999). Furthermore, meta-analyses of the antecedents of familywork conflict reveal that the 
number of children and the number of other dependents one has in the household is positively 
related to work-family conflict (Byron, 2005; Michel et al., 2011). 
Balmforth and Gardner (2006) found that there was no association between the number of 
dependents one is responsible for and work-family conflict. Also, two separate studies conducted 
by Boyar and his colleagues did not find the number of dependents at home to be correlated with 
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work-family conflict ( Boyar,  Maertz, Mosley, Carr (2008). In addition, the number of children 
in the household was found not to be related to work-family conflict in a study of working 
mothers employed in a retail organization (Patel, Govender, Paruk, & Ramgoon, 2006) and in a 
study of government employees (Haar, 2004). Despite these mixed findings, it is hypothesized 
that employees with more dependent care responsibilities will perceive higher levels of work-
family conflict than employees with fewer dependents. This is consistent with work-family 
conflict theories (e.g., role conflict theory, the rational view) which suggest that family 
characteristics, including the number of dependents one has, affect work-family conflict because 
the increased amount of resources they are devoting towards their family obligations interferes 
with their work obligations. 
Typical care responsibilities are the general care experiences of parents of children with 
typical development and of older adults (Stewart, 2009). Conversely, exceptional care 
responsibilities is a concept that refers to the experiences of caring for a dependent (either a child 
or adult) with a chronic illness or disability (Malsch, Rosenzweig, & Brennan, 2008; Roundtree & 
Lynch, 2006). For children, exceptional care responsibilities includes caring for those who have a 
chronic physical, developmental, behavioral, or emotional condition and who also require 
caregiving services of a type or amount beyond that required by children generally (Department 
of Health and Human Services, 2008; McPherson, Arango, Fox, Lauver, McManus, Newacheck, 
Perrin, Shonkoff, & Strickland, 1998). Likewise, the care of adults with exceptional care 
responsibilities encompasses physical care (e.g., transportation to and from medical 
appointments) and emotional care (e.g., social visits), including intense episodes that come from 
challenges associated with chronic conditions or deteriorating health (Neal & Hammer, 2007). 
Stewart (2009) notes that there are many ways in which exceptional care responsibilities are 
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different from typical care responsibilities, primarily that exceptional care responsibilities requires 
intense physical, financial, and emotional resources. Such care responsibilities include care that is 
constant and can escalate over time, necessitates a large amount of time and energy, becomes 
more difficult as time passes, often centers around a crisis, and involves the dependent becoming 
increasingly reliant on the caregiver to provide for their needs (Roundtree & Lynch, 2006). 
Moreover, this type of care often requires specialized knowledge of the condition or disability, 
extensive collaboration with health professionals, and the acquisition of advanced home care 
skills (Hill & Zimmerman, 1995; Leiter, Krauss, Anderson, & Wells, 2004; Traustadottir, 1991). 
Exceptional care responsibilities can create conflict between work and family since both the 
primary caregiver and the rest of the family are forced to make a variety of accommodations in 
both the work and family domains to provide care for the dependent (Roundtree & Lynch, 2006).  
Research shows that individuals with exceptional care responsibilities experience conflict 
between work and family. Yagon and Cinamon (2008) found that mothers of children with 
learning disorders reported a higher level of work-family conflict compared to mothers of 
children without learning disorders. In addition, results from the 2002 National Study of the 
Changing Workforce survey revealed that familywork conflict was lower for employees with 
typical care responsibilities than for employees with exceptional care responsibilities (Stewart, 
2009). Employees with exceptional care responsibilities have also been found to experience 
difficulty in balancing work and family because of their family responsibilities (Neal et al., 1993). 
These studies suggest that employees with exceptional care responsibilities are more likely to 
have higher levels of work-family conflict than employees with typical care responsibilities due to 
the extreme demands that such care requires of their time and energy. 
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Workplace social support is defined as the extent to which employees believe that their 
well-being is valued by workplace sources, such as supervisors, co-workers, and the organization 
itself, and the belief that these various sources provide help to support this well-being (Carlson & 
Perrewe, 1999; Eisenberger, Singlhamber, Vandenberghe, Sucharski, & Rhoades, 2002; Ford, 
Heinen, and Langkamer, 2007; Kossek, Pichler, Bodner, & Hammer, 2011). A specific form of 
workplace social support is supervisor work-family support which are the perceptions that one’s 
supervisor cares about an individual’s work-family wellbeing, often demonstrated by supervisory 
helping behaviours to resolve work-family conflicts (Hammer, Kossek, Zimmerman, & Daniels, 
2007; Hammer, Kossek, Bodner, Anger, & Zimmerman, 2011; Kossek et al., 2011) or attitudes 
such as sympathy to the employee’s desire for work-life balance (Allen, 2001). 
Several researchers have demonstrated supervisor support for work-family issues to be an 
important antecedent to work–family conflict (Anderson, Coffey, & Byerly, 2002; Ford et al., 
2007; Frye & Breaugh, 2004; Goff, Mount, & Jamison, 1990; Kossek et al., 2011; Michel et al., 
2011; Thomas & Ganster, 1995) but Frye and Breaugh (2004) have noted that there is little 
research examining the relationship between supervisor support for work-family issues and work-
family conflict since the work-family literature often does not test cross-domain relationships 
(Michel et al., 2011). It is expected that supervisors who are supportive of an employee’s 
dependent care responsibilities will be more understanding and lenient towards the family 
demands of their employees. When presented with information regarding an employee’s family 
issues (e.g., having to take care of a child who has suddenly become ill) such a supervisor would 
provide accommodations and flexibility for the employee to attend to their family responsibilities 
while simultaneously allowing the employee to fulfil their work obligations, decreasing the 
amount of work-family conflict the employee would experience. 
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Research demonstrates that supervisor support is negatively related to work-family 
conflict (Frye & Breaugh, 2004; O’Driscoll, Poehlmans, Spector, Kalliath, Allen, Cooper, 
Sanchez, 2003). Additionally, studies of frontline employees in the hotel industry have 
demonstrated that supervisor support is one of the resources that employees use to cope with 
difficulties that arise from family demands interfering with work demands (Karatepe & Kilic, 
2007; Karatepe & Uludag, 2008a). These studies have shown that employees who are receiving 
supervisor support are likely to experience low levels of work-family conflict. Moreover, studies 
that have examined the role of work support and job support on work-family conflict have shown 
a negative relationship between the two variables (Byron, 2005; Demerouti, Geurts, & Kompier, 
2004). While not a direct test of the relationship between supervisor support and work-family 
conflict, these studies often include questions asking about perceptions of supervisor support in 
their measures of work and job support. Furthermore, two meta-analyses found that there was a 
small negative correlation between supervisor support and family–work conflict (Mesmer-
Magnus & Viswesvaran, 2006; Michel et al., 2011). Overall, the findings suggest that for 
employees with dependent care demands, supervisor support will be important for reducing 
perceived work-family conflict. 
Flexible working arrangements and policies are often designed to give employees a degree 
of choice over how much, when, and where they work so that they may achieve a more 
satisfactory work–life balance (Kelliher & Anderson, 2010; Lambert, Marler, & Gueutal, 2008; 
McNall, Masuda, & Nicklin, 2010; Shockley & Allen, 2010). Flextime is a specific family-
friendly benefit that has become increasingly popular amongst both employees and organizations. 
Flex time (also called flexible working hours) is a type of flexible work arrangement that allows 
employees to rearrange their work schedules within certain ranges and guidelines offered by the 
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organization (Hill, Hawkins, Ferris, & Weitzman, 2001; Hyland, 2003; Ronen, 1981). A primary 
dimension of flex time has been classified as schedule flexibility, which is the capability of 
employees to change starting and stopping times from day to day and week to week without prior 
consent from their manager (Christensen & Staines, 1990; Hyland, 2003). The number of 
organizations offering flex time to their employees has risen from 24% in 1998 to 31% in 2005 
(Bond, Galinsky, Kim, & Brownfield, 2005) and the use of flexible working arrangements such as 
flextime is not likely to diminish (Johnson et al., 2011).  
Perceptions of schedule flexibility are important to examine since such perceptions should 
ease the burden of balancing work and family demands. Hill et al. (2001) found that perceived job 
flexibility (a combination of both flex time and flex place) was positively related to workfamily 
balance, and that the greater the extent of employees’ perceived flexibility, the more employees 
were able to work longer hours without negatively affecting their workfamily balance. Further 
studies conducted by Hill and colleagues found that perceived job flexibility was negatively 
related to work-family conflict (Hill, Jacob, Shannon, Brennan, Blanchard, & Martinengo, 2008; 
Hill, Yang, Hawkins, & Ferris, 2004), as well as worklife conflict (Hill, Erickson, Holmes, & 
Ferris, 2010) and work-family fit (Jones, Scoville, Hill, Childs, Leishman, & Nally, 2008). 
Another study by Kossek, Lautsch, and Eaton (2006) showed that higher perceptions of 
psychological job control over flexibility was related to lower levels of family-to-work conflict. 
Interestingly, meta-analyses have provided contradictory results regarding schedule 
flexibility as an antecedent to work-family conflict and work-family conflict (Byron, 2005; 
Michel et al., 2011). While Byron’s (2005) meta-analysis showed a negative relationship between 
schedule flexibility with both work-family conflict and work-family conflict, the meta-analysis by 
Michel et al. (2011) found a negative relationship among schedule flexibility with work-family 
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conflict but also a small positive relationship with work-family conflict. Another meta-analysis 
also showed no relationship between flexibility (a combination of location and schedule 
flexibility) and work-family conflict (Mesmer-Magnus & Viswesvaran, 2006). Despite the 
contradictory findings between schedule flexibility and work-family conflict in these two studies, 
it is expected that perceived job schedule flexibility will reduce perceptions of work-family 
conflict since employees who perceive that they can rearrange their work schedule at a moment’s 
notice to take care of their dependent care needs will not have to restrict their work efforts since 
they can attend to their work responsibilities at a later time. 
2.1.4 Turnover intention 
Employee turnover intention, as defined by Hom and Griffeth (1994), is ‘voluntary 
terminations of members from organizations’. That is any voluntary withdrawal of employees 
from organizations/establishments.(Loquercio, Hammersley & Emmens 2006)observed that staff 
turnover is the proportion of staff leaving in a given time period but prior to the anticipated end of 
their contract Employees can anticipate no renewal of their contract and may tend to leave before 
the expiration of the contract .  According to(Singh, Bhagat,  & Mohanty 2011).), staff turnover is 
the rate of change in the working staff of an organisation during a defined period.(Ivancevich, 
and Konopaske, 2012) opine that staff turnover is the net result of the exit of some employees 
and entrance of others to the organization. Kossen (1991) defined turnover as the amount of 
voluntary or involuntary movement in and out (of employees) in an organization. 
Employee turnover is the rotation of workers around the labour market, between firms, 
jobs and occupations, and between the states of employment and unemployment (Abassi & 
Hollman, 2000). Staff turnover that can occur in any organization might be either voluntary or 
involuntary. Voluntary turnover refers to termination initiated by employees while involuntary 
turnover is the one in which employee has no choice in the termination as it might be due to long 
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term sickness, death, moving overseas, or employer-initiated termination. (Heneman, 1998). 
Turnover is referred as an individual’s estimated probability that they will stay or not stay in an 
employing organization (Cotton & Tuttle, 1986). A number of terms have been used for employee 
turnover, such as quits, attrition, exits, mobility, migration or succession (Morrell et. al, 2004). 
Organizations should differentiate between voluntary and involuntary turnover and take 
actions on the one under their control. Voluntary turnovers are those caused by the employee out 
of his/ her own choice (e.g. to take job in other organization for better salary) while involuntary 
turnovers are because of the decision of management (e.g. dismissal for gross misconduct). In 
general, all resignations not formally initiated by employers are voluntary resignations (Loquercio 
et al., 2006). 
Voluntary turnover intentions are further distinguished into functional and dysfunctional 
turnovers. Functional turnovers are the resignation of substandard performers and dysfunctional 
turnovers refer to the exit of effective performers. Dysfunctional turnover is of greatest concern to 
the management due to its negative impact on the organization’s general performance. 
Dysfunctional turnover could be further classified into avoidable turnover (caused by lower 
compensation, poor working condition, and so on), and unavoidable turnovers (like family moves, 
serious illness, death, and so on), over which the organization has little or no influence (Taylor, 
1998). 
A low level of employee turnover intention is acceptable in any occupation, in that it 
offsets potential stagnancy, eliminates low performers, and encourages innovation with the entry 
of new blood. However, high levels of employee turnover intention lead to low performance and 
ineffectiveness in organizations, and result in a huge number of costs and negative outcomes 
(Ingersoll & Smith, 2003). Several researchers have found that high turnover intention rates can 
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have negative effects on the profitability of organizations (Aksu, 2004; Hinkin & Tracey, 2000). 
(Johnson, Chang, & Yang 2010)viewed turnover intention as a serious problem having a strong 
bearing on the quality of products and services and incurring considerable replacement and 
recruitment costs. Curtis and Wright (2001) opined that high turnover can damage quality and 
customer service which provide the basis for competitive advantage, thereby inhibiting business 
growth. Also, it has been observed that people who leave are those who are most talented as they 
are the ones likely to get an opportunity elsewhere (Hinkin & Tracey, 2000). Turnover intention 
often ends up in valuable talent moving to competing entities (Stovel & Bontis, 2002). Therefore, 
it is only desirable that management should accord special attention to prevent turnover and puts 
in place a sound strategy for improving staff retention. 
For most part, voluntary turnover intention is treated as a managerial problem that requires 
attention, thus its theory has the premise that people leave if they are unhappy with their jobs and 
job alternatives are available (Hom & Kinicki, 2001). Therefore, most studies have focused on 
voluntary rather than involuntary turnover (Wright, 1993). Griffith et al. (2000) conducted a 
review research on employee turnover intention and described the most-cited variables that affect 
turnover intention. The model developed by them incorporates the factors that explain the 
turnover process. It includes variables related to both job content and external environment 
factors that explain turnover intention. It is generally believed that the process of employees’ 
turnover intention is the reversed transformation process of employees’ retention psychology and 
behaviours. 
2.1.4.2 Sources of employee turnover intention 
2.1.4.2.1 Job related factors 
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Most researchers (Bluedorn, 1982; Kalliath and Beck, 2001; Kramer et al., 1995; Peters et 
al., 1981; Saks, 1996) have attempted to answer the question of what determines people's 
intention to quit by investigating possible antecedents of employees’ intentions to quit. To date, 
there has been little consistency in findings, which is partly due to the diversity of employee 
included by the researchers and the lack of consistency in their findings. Therefore, there are 
several reasons why people quit from one organisation to another or why people leave 
organisation. The experience of job related stress (job stress), the range factors that lead to job 
related stress (stressors), lack of commitment in the organisation; and job dissatisfaction make 
employees to quit (Firth , David ,   Moore,&  Loquet, 2007).This clearly indicates that there are 
individual decisions which make one to quit. There are other factors like personal agency which 
refers to concepts such as a sense of powerlessness, locus of control and personal control. Locus 
of control refers to the extent to which people believe that the external factors such as chance and 
powerful others are in control of the events which influence their lives Firth et al. (2007). (Mano, 
Shay & Tzafrir 2004) argue that employees quit from organization due economic reasons. 
There are some factors that are, in part, beyond the control of management, such as the 
death or incapacity of a member of staff. Other factors have been classed as involuntary turnover 
in the past such as the need to provide care for children or aged relatives. Today such factors 
should not be seen as involuntary turnover as both government regulation and company policies 
create the chance for such staff to come back to work, or to continue to work on a more flexible 
basis (Simon, Salazar, Chou, & Krantz, 2007).  
2.1.4.2.2 Organizational factors 
Organisational instability has been shown to have a high degree of high employee 
turnover intention. Indications are that employees are more likely to stay when there is a 
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predictable work environment and vice versa (Zuber, 2001). In organizations where there was a 
high level of inefficiency there was also a high level of staff turnover (Alexander, Lichtenstein, 
Oh& Ullman 1998). Therefore, in situations where organizations are not stable employees tend to 
quit and look for stable organisations because with stable organisations they would be able to 
predict their career advancement. 
The imposition of a quantitative approach to managing the employees led to 
disenchantment of staff and hence it leads to employee turnover intention. Therefore management 
should not use quantitative approach in managing its employees. Adopting a cost oriented 
approach to employment costs increases labour turnover intention Simon et al. (2007). All these 
approaches should be avoided if managers want to minimize employee turnover an increase 
organisational competitiveness in this environment of globalization. 
Employees have a strong need to be informed. Organisation with strong communication 
systems enjoyed lower turnover intention of staff (Labov, 1997). Employees feel comfortable to 
stay longer, in positions where they are involved in some level of the decision-making process. 
That is employees should fully understand about issues that affect their working atmosphere 
(Magner et al. (1996). However, in the absence of openness’ in sharing information, employee 
empowerment, the chances of continuity of employees are minimal. Costly et al. (1987) points out 
that a high employee turnover intention may mean poor personnel policies, poor recruitment 
policies, poor supervisory practices, poor grievance procedures, or lack of motivation. All these 
factors contribute to high employee turnover intention in the sense that there is no proper 
management practices and policies on personnel matters hence employees are not recruited 
scientifically, promotions of employees are not based on spelled out policies, no grievance 
procedures in place and thus employees decides to quit. Griffeth et al. (2000) noted that pay and 
36 
 
pay-related variables have a modest effect on turnover intention. When high performers are 
insufficiently rewarded, they quit. If jobs provide adequate financial incentives the more likely 
employees remain with organization and vice versa. There are also other factors which make 
employees to quit from organisations and these are poor hiring practices, managerial style, lack of 
recognition, lack of competitive compensation system in the organisation and toxic workplace 
environment Abassi et al. (2000). 
Intention to leave is a well-studied concept and scholars have explained it in variousways. 
Intention to leave is defined as the level to which a member contemplates leaving therelationship 
with current organization, community or employer (Kim, Price, Muller, & Watson, 1996). Itcan 
be referred to as the manifestation and predictor of real turnover (Cohen & Golan, 2007), based 
on the model of planned behaviour (Ajzen, 1991). Behavioural intention generally is predictor of 
actual action. Intention to leave refers to the ‘conscious and deliberatewilfulness of the employees 
to leave the industry, firm or organization’ (Tett & Meyer 1993) and it is‘individual own 
estimated subjective possibility or probability of leaving the organization orprofession in near 
future (Bigliardi, Petroni & Ivo Dormio 2005; Mowday, Steer & Porter,1979; Vandenberg & 
Nelson 1999). Actually, scholars use intention as a proxy for actualturnover because of 
difficulties to study it (e.g. Bluedorn, 1982; Johnsrud & Rosser, 1999;Lee & Mowday, 1987; 
Steers & Mowday, 1981). Tett & Meyer (1993) discovered that intentto turnover establishes the 
final cognitive phase in the decision making process, in which members actively consider quitting 
and searching for alternative jobs or professions. Intentionto leave is reflected in the thoughts and 
consequently declarations by the members that theyactually want to leave (Park & Kim, 2009). 
Mobley, Griffith, Hand, & Meglino, (1979) provided four cognitive parts of turnover intent: 
1) Thinking of quitting; 
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2) Planning to stay or leave; 
3) Searching for alternative career; and 
4) A desire to leave current career. 
Intention to quit is a manifestation of actual turnover (Mohd Makhbul, Mohd Radzuan, & 
Mohamad Hasun, 2011). Aijen (1991) indicated that intention to quit act as a predictor to the 
action of real turnover because of the theory of planned behaviour. According to the theory, 
behavioural intention is a good predictor of an actual intention (Aijen, 1991). 
It is learned that intention to quit will lead to actual turnover (Cohen & Golan, 2007; 
Shore & Martin 1989). Bluedorn (1982) and Price & Mueller (1981) recommended using of 
turnover intention over actual turnover because actual turnover is more difficult to predict than 
intentions as there are many external factors that affect turnover behaviour.  
Employees within organization will intend to quit their jobs at some point in time. When 
an employee feels that the organization he or she works for does not fulfil his or her needs 
anymore (as suggested by Maslow’s Hierarchy of Needs, 1943), intention to quit would trigger 
one’s mind. According to Carmeli (2005), employees’ intention to quit comprises of thinking to 
quit and intention to quit. As the feelings to quit triggered one’s mind, turnover intentions would 
be displayed (Hanisch & Hulin, 1991). Individual’s intention to quit is portrayed through job 
search behaviours such as contacting employment agencies, preparing curriculum vitae, 
submitting curriculum vitae to various employers and actually attending interviews (Spector, 
1997). 
Employees entering and leaving the organization is nominated as employee turnover, it 
has been categorized in different ways by different researchers. As according to Shim (2010) 
turnover can be categorized as unavoidable turnover, desirable turnover and undesirable turnover. 
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Retirement, sickness or family matter can be the reasons of unavoidable turnover and employee’s 
ineffectiveness can be of desirable turnover. While leaving of capable and skilled employees due 
to organizational issues like role conflict, poor supervision and poor support comes under 
undesirable turnover. Wiley (1993) classified turnover into two types, involuntary turnover and 
voluntary turnover. He explains involuntary turnover as discharge or termination of an employee 
due to just reason. While Voluntary turnover takes place when due to job stress, poor appraisal, 
lack of job satisfaction and less advancement opportunities, an employee leaves the organization 
on his own choice. This type of turnover has a need of high concentration, so that its negative 
consequences can be minimized by reducing such type of turnover. Bodla &Hameed, (2009) say 
that turnover leads to cost or risk of losing social capital. In most of the studies turnover intention 
isfocused on an employee’s intention to leave the job or company (Schyns , Torka 
&Gössling2007) is measured instead of actual turnover behavior because turnover intention leads 
towards actual turnover behavior. This link has been richly documented in literature (Abrams et 
al., 1998; Bedeian et al., 1991; Bluedorn, 1982; Lee and Mowday, 1987; Michaels and Spector, 
1982). 
Turnover intention can be classified into unpreventable turnover, desirable turnover and 
undesirable turnover. The unpreventable turnover is due to the illness, family issue or retirement. 
Moreover, the desirable turnover is due to the employee’s incompetence. Last but not least, for 
undesirable turnover would include competent and qualified employees leaving due to such 
organizational issues as lack of supervision, poor support and role conflict. These issues need to 
be addressed because they are directly affect client service quality and organizational 
effectiveness (Shim, 2010). 
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Employees entering and leaving the organization is nominated as employee turnover, it 
has been categorizes in different ways by different researchers. As according to Shim (2010) 
turnover can be categorized as unavoidable turnover, desirable turnover and undesirable turnover. 
Retirement, sickness or family matter can be the reasons of unavoidable turnover and employee’s 
ineffectiveness can be of desirable turnover. While leaving of capable and skilled employees due 
to organizational issues like role conflict, poor supervision and poor support comes under 
undesirable turnover. Wiley (1993) classified turnover into two types, involuntary turnover and 
voluntary turnover. He explains involuntary turnover as discharge or termination of an employee 
due to just reason. While Voluntary turnover takes place when due to job stress, poor appraisal, 
lack of job satisfaction and less advancement opportunities, an employee leaves the organization 
on his own choice. This type of turnover has a need of high concentration, so that its negative 
consequences can be minimized by reducing such type of turnover. Bodla & Hameed, (2009) say 
that turnover leads to cost or risk of losing social capital. In most of the studies, turnover intention 
focused on employee’s intention to leave the job or company (Schyns, Torka & Go¨ssling, 2007) 
which is measured instead of actual turnover behaviour because turnover intention leads to actual 
turnover behaviour. The study will focus more on intention to leave an industry, organization, and 
firm or a job. 
2.2 Theoretical Review 
2.2.1 Maslow's Hierarchy of Need theory  
Maslow's Need Hierarchy theory is considered to be the first and foremost content theory 
of motivation, which was developed in 1935. Abraham H Maslow of Brandies University 
fashioned a dynamic and realistic explanation of human behaviour. The underlying concept of 
motivation is some driving force within individuals by which they attempt to achieve some goals 
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in order to satisfy some need or expectation in life (Burleson and Thoron, 2013). Maslow clearly 
understood this factor and he felt that motivation must reflect this nature. 
The concept of need is especially important for a greater understanding of one's own 
behaviour and that of others with whom and through whom one works. "Needs" reflect an internal 
state that makes certain outcomes appear attractive. An unsatisfied need create tensions. Tensions 
motivate action and action can result in the accomplishment of a goal and relief of the tension. 
Maslow pointed out that needs are ever changing. People change their goals and redirect their 
activities in response to changing needs. One major importance was his pointing out that 
unsatisfied need serve as 'magnets", which attract efforts to satisfy those needs. After a particular 
need is satisfied, it is 'demagnetised' and after a particular need is de-magnetised; it is no longer 
serve as effective motivator. Maslow hypothesized that within every human being there exists a 
hierarchy of five needs. 
These needs are: 
1. Physiological – includes: hunger, thirst, shelter, sex and other bodily needs. 
2. Safety – includes: security and protection from physical and emotional harm. 
3. Social – includes: affection, belongingness, acceptance and friendship. 
4. Esteem - includes internal esteem factors such as self-respect, autonomy and achievement and 
external esteem factors such as status, recognition and attention. 
5. Self- actualization - is represented by the drive to become what one is capable of becoming; 
includes growth, achieving one's potential, self-fulfilment etc. 
Need levels 1 and 2 are typically called lower order needs and levels 3, 4 and 5 are called 
higher order needs are satisfied internally to the person, whereas lower order needs are 
predominantly satisfied externally.Needs are the "initiating and sustaining forces of behavior" 
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they   have a direct influence on an individual since they determine in part one's thoughts and 
actions. A person's needs, working in conjunction with emotions and other psychological 
functions, act as the motives that dictate actions or behaviour. Any individual's behavior is aimed 
at satisfying some set of needs at a given point of time. The wants - objectives - behaviour chain 
indicates that any approach to understanding motivation should begin with a treatment of human 
wants or needs. The Need Hierarchy Theory states that human behaviour is influenced by a set of 
needs. The needs are arranged in a hierarchy of 'prepotency' meaning that, as a person fulfils a 
lower need, the next higher need becomes important in directing the person's behaviour. 
The major postulates of the Need Hierarchy Theory formulated by Maslow are: Needs can 
be classified into five groups and arranged in a hierarchy. When one need is satisfied, another 
need emerges to be satisfied.When a need is satisfied, it is no longer a motivator of behaviour. 
Even though there is a school of thought which says that fulfilled need motivate employees, in 
reality it is only unfulfilled needs that motivate human behaviour. Until the basic physiological 
needs are met, higher order needs won't motivate behaviour. Maslow explains that "a person who 
is lacking food, safety, love and esteem probably would hunger for food more strongly than 
anything else” (Burleson and Thoron, 2013). The need with the greatest strength at a particular 
moment leads to activity. Satisfied needs decrease in strength and normally do not motivate 
individuals to seek goals to satisfy them. Physiological needs take precedence over other needs 
when thwarted. Consequently, the person lacking everything in life would probably be motivated 
by physiological needs. For a starving person, higher level needs become temporarily non - 
existent or are pushed into the background; a person who is deprived of food, safety, 
companionship and esteem will probably want food more strongly than everything else. All the 
abilities of a starving person may be directed toward hunger satisfaction. 
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 Conscious and unconscious acts become directed by hunger motivations - a hungry 
person thinks of food, wants food, dreams about food and has fantasies about food as a drowning 
person thinks of air. As Maslow aptly put it - "It is quite true that man does not live by bread 
alone -where there is no bread. But what happens to man's desires when there is plenty of bread 
and when his belly is chronically filled?" Maslow's answer is that at once other higher level needs 
emerge to demand satisfaction, and the process continues "from belly to brains", through the 
satisfaction of needs at each level. This continued emergence of new needs is what is meant by a 
hierarchy of needs. Although this motivation theory is popularly known as Need Hierarchy 
Theory, Maslow himself calls it as 'holistic - dynamic' theory because it fuses the points of view 
of different schools of psychological thought and it conforms to known clinical, observational and 
experimental facts. Maslow identified a hierarchy of five levels of needs, arranged in the order in 
which a person seeks to gratify them. This hierarchy is shown in Figure 2.1  
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Fig. 2.1 Abrahams Maslow Hierarchy of Need (Sarah and Thoron, 2013) 
2.2.1.l. Physiological Needs 
Physiological needs are the biological needs required to preserve human life. These needs 
include; need for food, clothing and shelter. All these basic needs are recurring needs. These 
needs are essential to the very existence of employees. They are powerful determiners of 
behaviour. The Physiological needs become all powerful, the longer they go without satisfaction. 
The strength of these needs is obvious because of their capability to divert our attention from 
whatever we are doing until we believe that need. The satisfaction of physiological needs is 
usually associated in our society with money. Money is used as a means to be used to satisfy other 
motives. Thus it is what money can buy, not money itself that satisfies one's physiological needs. 
Today in organizations such needs must be viewed more broadly. A large number of 
organizations are now providing workers with child care facilities, subsidised lunch programmes, 
housing facilities etc. According to Maslow's Theory, once these basic needs are satisfied, they no 
longer motivate and will be motivated only by the next higher level of needs. 
2.2.1.2 Safety or Security needs: 
Safety needs refer to a person's desire for security or protection. Once the physiological 
needs become relatively well gratified, the second level needs begin to manifest them and 
dominate human behaviour. These include: 
a) Protection from physiological danger (Fire, accident etc) 
b) Economic security (fringe benefits, health, insurance, pension, programme etc.) 
c) Desire to achieve some control over uncertainties of life. An example of transition from 
physiological to safety needs as motivators is the way demands of labour unions have changed. In 
earlier years the unions demanded greater pay (for gratification of physiological need). Recent 
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negotiations emphasis accident prevention through safety measures, job security, and other fringe 
benefits. Security needs may serve as motivators, if they are not reasonably satisfied. Generally 
organizations tend to over-emphasize the security needs by providing elaborate safety 
arrangements, fringe benefits, health care - accident insurance plans etc., in an attempt to motivate 
employees. 
2.2.1.3 Social or Belongingness Needs: 
The next stage in Maslow's hierarchy of needs is occupied by the social or belongingness needs. 
The social or belongingness needs6 are a reflection of the fact that people are social beings, 
needing the company or companionship of others. In a search for companionship and 
belongingness, the individual might behave in ways that are more socially acceptable to others. 
This level of needs marks the departure from essentially economic goals to a quest for mental 
health. Since man is a social being, he wants to belong, to associate, to gain acceptance from 
associates, to give and receive friendship and affection. Belongingness andlove needs focus on the 
social aspects of work as well as non - work situations. Organizations meet these social needs by 
providing opportunities for social interactions such as coffee breaks, organized sports or other 
recreational opportunities. Social needs provide meaning to work life. Satisfied social needs are 
apparent in a work situation when an individual becomes so much of the group he is working with 
that he sees the group's effort as his own. 
2.2.1.4 Esteem or Ego Needs: 
Needs diminish in their ability to affect what a person does as those needs become 
satisfied. With their satisfaction, a new class of needs comes into prominence, displacing the 
former needs. Thus as the social needs become relatively satisfied, the new need of esteem 
emerges as a motivator. Ego needs are the needs for self-esteem and the respect of others. It 
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reflects the wish (while being accepted by others) to be set apart by being recognized as someone 
special. This might come about as a result of some achievement of which one is proud and for 
which recognition is sought. This need can be separated into two parts7 - internal and external 
recognition. Internal recognition is the self-respect one has and seeks. Externalrecognition is 
public acclaim or esteem arising out of recognition and appreciation of the individual or his 
deeds. Esteem needs represent the higher order needs of human beings. The needs for power, 
achievement and status, greater responsibility, competence, skills etc., are part of this level. 
Satisfaction of esteem needs produces feelings of self - confidence, worth, strength, capability and 
adequacy, of being useful and necessary in the world. An important feature of these needs is that 
these needs are only partly satiable. Unlike lower order needs, these needs are rarely satisfied. 
2.2.1.5 Self - Actualisation Needs: 
The highest and the last class of needs on the hierarchy is self -actualization. It is also the 
weakest because all other needs on the hierarchy must be rather well satisfied in order for this 
class of needs to emerge. Self - actualization needs go beyond the esteem needs in a significant 
fashion. Maslow defines it as "the desire to become more and more what one is,to become 
everything one is capable of becoming". Esteem needs reflect the need to be differentiated from 
peers by virtue of accomplishments and achievements. Self-actualization needs point to the 
constant striving to realize one's full potential - whatever it is. Here one should realize his own 
potentialities for continued self - development. Self – actualization is the desire to become all that 
one is capable of becoming. It is a growth need, where sky is the only limit. It reflects the 
individual's desires to grow and develop to their fullest potential. Individuals often want the 
opportunity to be creative on the job. To satisfy the self - actualizing needs of such individuals, 
organizations should provide growth and career opportunities, provide training and development 
46 
 
programmes, and encourage creativity and achievement. These needs are entirely an individual 
choice; the individual sets and attain his own goals to his own levels of satisfaction. Esteem may 
come from doing something better than others; the self-actualized person may not be satisfied 
simply by the gratification of esteem needs, knowing that he can do still better. Rather than 
merely doing better than others do, this person must be as good as he is capable of being. Let us 
take an example of certain athletes. Some exert only enough effort to win; with poor competition, 
they loaf along. Others, however, constantly strive to break the national record. Once the record is 
broken, they try constantly to set a new one. For self-actualization needs, a fundamental shift in 
orientation takes place. In belongingness needs, the individual measures satisfaction with 
acceptance by others. In esteem needs, one is differentiated from peers by higher 
accomplishments and consequent recognition. In self-actualization, one is measured against the 
personal ideal of the greatest potential that individual is capable of fulfilling. These needs are 
psychological in nature and are substantially infinite and do not end in satisfaction in the usual 
sense.  
2.2.1.6 Application of Maslow’s theory on job insecurity 
An employee that is seeking for employment does that at first to satisfy physiological 
needs,once the job is gotten he moves to worry about safety and security. At this stage the 
employee is concerned with how secured his job is and how will insecurity affect his health 
family and social stability considering the nature of hire and fire in the banking industry. 
Employees working with them find it very difficult to attain the last three stages of Abraham 
Maslow’s theory of need. 
 Maslow’s theory, lay emphasis on the lower order needs of employees physiological and 
security needs. Generally, a person beginning their career will be very concerned with 
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physiological needs such as adequate wages and stable income and security needs such as benefits 
and a safe work environment. We all want a good salary to meet the needs of our family and we 
want to work in a stable environment. Employees whose lowest level needs have not been met 
will make job decisions based on compensation, safety, or stability concerns. Also, employees 
will revert to satisfying their lowest level needs when these needs are no longer met or are 
threatened (such as during an economic downturn). 
This places an extra obligation on managers to act humanely when difficult organizational 
decisions such as staff reductions have to be implemented. Callous implementation of difficult 
decisions will cause the remaining employees in the organization to feel threatened about the 
ability or desire of the organization to continue to meet their physiological and security needs. 
Once these basic needs are met, the employee will want his “belongingness” (or social) 
needs met. The level of social interaction an employee desires will vary based on whether the 
employee is an introvert or extrovert. The key point is that employees desire to work in an 
environment where they are accepted in the organization and have some interaction with others. 
This means effective interpersonal relations are necessary. Managers can create an 
environment where staff cooperation is rewarded. This will encourage interpersonal 
effectiveness.Ongoing managerial communication about operational matters is also an important 
component of meeting employee’s social needs. Employees who are “kept in the dark” about 
operational matters and the future plans of the organization often feel like they are an 
organizational outsider. (This last point is especially important for virtual employees whose 
absence from the office puts an extra obligation on managers to keep these employees engaged in 
organizational communications.) 
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With these needs satisfied, an employee will want his higher level needs of esteem and 
self-actualization met. Esteem needs are tied to an employee’s image of himself and his desire for 
the respect and recognition of others.Even if an individual does not want to move into 
management, he probably does not want to do the same exact work for 20 years. He may want to 
be on a project team, complete a special task, learn other tasks or duties, or expand his duties in 
some manner. 
Cross-training, job enrichment, and special assignments are popular methods for making 
work more rewarding. Further, allowing employees to participate in decision making on 
operational matters is a powerful method for meeting an employee’s esteem needs. Finally, 
symbols of accomplishment such as a meaningful job title, job perks, awards, a nice office, 
business cards, work space, etc. are also important to an employee’s esteem. 
The important consideration for managers is that they must provide rewards to their employees 
that both come from the organization and from doing the work itself. Rewards need to be 
balanced to have a maximum effect.With self-actualization, the employee will be interested in 
growth and individual development. He will also need to be skilled at what he does. He may want 
a challenging job, an opportunity to complete further education, increased freedom from 
supervision, or autonomy to define his own processes for meeting organizational objectives. At 
this highest level, managers focus on promoting an environment where an employee can meet his 
own self-actualization needs. 
2.2.2 Work overload Theories 
Interestingly, early models of work motivation and job stress have largely ignored each 
other’s literatures. Since Job demands - Resources (JD-R) theory combines principles from both 
literatures, we briefly discuss three influential models, namely the job characteristics model 
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(Hackman & Oldham, 1980), the demand–control model (Karasek, 1979), and the effort–reward 
imbalance model (Siegrist, 1996). 
2.2.2.1 The job characteristics model. 
The job characteristics model (Hackman & Oldham, 1976, 1980) examines individual 
responses to jobs (e.g., job satisfaction, sickness absenteeism, personnel turnover) as a function of 
job characteristics, moderated by individual characteristics (Roberts & Glick, 1981). Hackman 
and Lawler (1971) define the core job characteristics as: skill variety (breadth of skills used at 
work), task significance (impact that the work has on the lives or work of others), task identity 
(opportunity to complete an entire piece of work), feedback (amount of information provided 
about effectiveness of job performance), and autonomy (degree to which the job provides 
substantial freedom, independence, and discretion in determining goaldirected behavior at 
work).Core job characteristics are expected to influence job satisfaction and intrinsic work 
motivation through the attainment of three critical psychological states (CPSs;Hackman & 
Lawler, 1971; Hackman & Oldham, 1976, 1980): experienced meaningfulness of the work, 
experienced responsibility for outcomes, and knowledge of the results of work activities. 
However, most research has omitted the critical psychological states from the model, focusing 
instead on the direct impact of the core job characteristics on the outcomes. Meta-analyses have 
demonstrated that the presence of the core job characteristics, in particular job autonomy, leads to 
positive employee attitudinal outcomes (Fried & Ferris, 1987; Parker & Wall, 1998). Further, 
research on the mediating role of the three CPSs in the relationship between job characteristics 
and attitudinal outcomes offers only partial support for this hypothesis (e.g., Renn & Vandenberg, 
1995; see, for a meta-analysis, Behson, Eddy, & Lorenzet, 2000). The model further suggests that 
the relationship between job characteristics and CPSs as well as between CPSs and outcomes is 
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stronger for individuals with high growth need strength (i.e., those who are highly motivated to 
learn and grow on the job). Evidence for the latter hypothesis is inconsistent (Graen, Scandura, & 
Graen, 1986). 
2.2.2.2 The demand–control model. 
A central hypothesis in the demand–control model (DCM; Karasek, 1979; Karasek & 
Theorell, 1990) is that strain will be highest in jobs characterized by the combination of high job 
demands and low job control. Such jobs are called “high-strain jobs.” In contrast, the active 
learning hypothesis in the DCM states that task enjoyment, learning, and personal growth will be 
highest in jobs characterized by the combination of high job demands and high job control. 
Although such jobs are intensively demanding, employees with sufficient decision latitude are 
expected to use all available skills, enabling a conversion of aroused energy into action through 
effective problem solving. Karasek has labelled these jobs “active-learning jobs.” Like the job 
characteristics model, the DCM has acquired a prominent position in the literature. However, the 
empirical evidence for the model is mixed (De Lange, Taris, Kompier, Houtman, & Bongers, 
2003; Van der Doef & Maes, 1999). Additive effects of job demands and job control on employee 
wellbeing and motivation have often been found, but many studies failed to produce the 
interaction effects proposed by the DCM. Moreover, in a reanalysis of the 64 studies reviewed by 
Van der Doef and Maes (1999), Taris (2006) showed that only 9 out of 90 tests provided support 
for the demand×control interaction effect. Several scholars attribute this lack of evidence to the 
conceptual and methodological limitations of the model (e.g., Carayon, 1993; De Jonge, Janssen, 
& Breukelen, 1996; Taris, Kompier, De Lange, Schaufeli, & Schreurs, 2003). 
Application of the Demand Control Model on Work Overload  
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Work overload is defined as perceived magnitude of work –role-demands and the feeling 
that there are too many things to do them. It describes a situation in which an employee’s work 
load becomes so high that coping is merely possible by investing an extremely high amount of 
energy. Bank employees are always faced with work overload and the only way to cope with the 
work with less time is for them to invest extremely high amount of energy .This eventually affect 
their health and family which leads to turnover intention. 
 
2.2.2.3 The effort–reward imbalance model. 
Finally, the effort–reward imbalance (ERI) model (Siegrist, 1996) emphasizes the reward, 
rather than the control structure of work. The ERI model assumes that job stress is the result of an 
imbalance between effort (extrinsic job demands and intrinsic motivation to meet these demands) 
and reward (in terms of salary, esteem reward, and security/career opportunities—i.e., promotion 
prospects, job security, and status consistency). The basic assumption is that a lack of reciprocity 
between effort and reward (i.e., high effort/low reward conditions) will lead to arousal and stress 
(cf. equity theory; Walster, Walster, & Berscheid, 1978), which may, in turn, lead to 
cardiovascular risks and other stress reactions. Thus, having a demanding but unstable job, and 
achieving at a high level without being offered any promotion prospects, are examples of a 
stressful imbalance. The combination of high effort and low reward at work was indeed found to 
be a risk factor for cardiovascular health, subjective health, mild psychiatric disorders, and 
burnout (Siegrist, 2008; Tsutsumi & Kawakami, 2004). 
Unlike the DCM, the ERI model introduces a personal component in the model as well. 
Over commitment is defined as a set of attitudes, behaviors, and emotions reflecting excessive 
striving in combination with a strong desire for approval and esteem. According to the model, 
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over commitment may moderate the association between effort–reward imbalance and employee 
wellbeing. Thus, personality is expected to be able to further qualify the interaction between effort 
and reward. Some evidence for this pattern has been reported (e.g., De Jonge, Bosma, Peter, & 
Siegrist, 2000). 
2.2.2.3.1 One-sidedness.  
Research on job stress and work motivation has typically developed in two separate 
literatures. This means that research on motivation often ignores research on stress and vice versa. 
We see similar trends in organizations, where human resources managers focus on employee 
motivation and job satisfaction, and where company doctors and medical officers focus on job 
stress and sickness absence. However, it is evident that job stress is significantly related to work 
motivation. For example, Leiter (1993) has argued and found that employees who are stressed by 
their work and become chronically exhausted become de-motivated and are inclined to withdraw 
psychologically from their work. Exhausted employees become cynical about whether their work 
contributes anything and wonder about the meaning of their work (see also, Bakker, Van 
Emmerik, & Van Riet, 2008).  
2.2.2.3.2 Simplicity 
The basic assumption of both the DCM and the ERI model is that job demands often lead 
to job stress when certain job resources are lacking (autonomy in the DCM; salary, esteem 
reward, and security/career opportunities in the ERI model). In general, one may argue that the 
strength of these models lies in their simplicity. This can also be seen as a weakness, since the 
complex reality of working organizations is reduced to only a handful of variables. This 
simplicity does no justice to reality. Indeed, research on job stress and burnout has produced a 
laundry list of job demands and (lack of) job resources as potential predictors, not only including 
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high psychological and physical job demands, lack of rewards, and lack of autonomy, but also 
emotional demands, low social support, lack of supervisory support, and lack of performance 
feedback, to name just a few (Alarcon, 2011; Lee & Ashforth, 1996). This raises the question 
whether the early models are applicable to the universe of job positions, and whether in certain 
occupations other combinations of demands and (lack of) resources than the ones incorporated in 
the models may be responsible for job stress (Bakker & Demerouti, 2007). Whereas the DCM and 
the ERI model have as their basic premise that specific job demands (particularly work overload, 
work pressure) interact with certain resources, the motivational models only incorporate certain 
job resources and do not reserve any role for job demands. We would argue that in all jobs some 
challenging demands are needed, because otherwise work engagement may be thwarted and job 
performance undermined. 
2.2.2.3.3 Static character 
A third point of critique is the static character of the models. Thus, it is unclear why 
autonomy is the most important resource for employees in the DCM (and social support in the 
extended demand–control–support model; Johnson & Hall, 1988). Would it not be possible that in 
certain work environments totally different job resources prevail (for example inspirational 
leadership in an Internet start-up, or open communication among reporters of a TV station)? 
Remarkable in this context is that the ERI model (Siegrist, 2008) postulates salary, esteem 
reward, and status control as the most important job resources that may compensate for the impact 
of job demands on strain. In a similar vein, it is unclear why work pressure or (intrinsic and 
extrinsic) effort should always be the most important job demands, whereas other aspects are 
neglected. This is a drawback, since we know that in certain occupations (e.g., teachers, nurses, 
doctors, waitresses), emotional demands are extremely important (Bakker & Demerouti, 2007), 
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whereas in other occupations these demands are less prevalent. For example, the work of software 
engineers and air-traffic controllers is more about the processing of information than about 
working with people (Demerouti et al., 2001), and therefore cognitive job demands are more 
important in these occupations. Similarly, the job characteristics model (Hackman & Oldham, 
1980) focuses exclusively on five specific job characteristics, namely skill variety, task 
significance, task identity, feedback, and autonomy. Although Hackman and Oldham had good 
reasons to choose these five job resources as important “enrichers” of one’s work environment, it 
is not very difficult to come up with other valuable job resources. For example, several studies 
have shown that opportunities for development and supervisory coaching are important 
motivators (Bakker & Demerouti, 2007), and research on the ERI model has indicated the 
importance of job security and distributive as well as procedural fairness. 
2.2.2.3.4 Changing nature of jobs 
A fourth point of critique concerns the fact that the nature of jobs is changing rapidly. 
Contemporary jobs seem to be more complex in terms of functions and networking structures, 
with the role of information technology being more important than ever to execute one’s job 
(Demerouti, Derks, Ten Brummelhuis, & Bakker, in press), and with individuals negotiating own 
work content and conditions. This changing nature of jobs also means that different working 
conditions might prevail than was the case four or five decades ago, when the early models were 
developed. Cognitive work has come to be an important demanding work characteristic that is 
relevant for many jobs, while opportunities for development and learning are resources that 
individuals seek in their jobs nowadays. Moreover, in order for organizations to keep valuable 
employees they negotiate with them distinct working conditions (i.e., idiosyncratic deals; 
Rousseau, 2005) such that they can retain them in their workforce. Consequently, it is an illusion 
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to think that identifying a few work characteristics in a model on job stress or motivation would 
be sufficient to describe the complexity of contemporary jobs. Theories that allow more flexibility 
in terms of the work-related factors that are potentially relevant offer a more realistic 
representation of the work reality 
2.2.2.4 Job Demands–Resources Theory 
During the past decade, the number of studies with the job demands–resources (JD-R) 
model (Bakker & Demerouti, 2007; Demerouti & Bakker, 2011; Demerouti, Bakker,  Nachreiner, 
& Schaufeli, 2000)) has steadily increased. The model has been used to predict job burnout (e.g., 
Bakker et al., 2005, 2008; Demerouti et al., 2001), organizational commitment, work enjoyment 
(Bakker, Van Veldhoven, & Xanthopoulou, 2010), connectedness (Lewig, Xanthopoulou, 
Bakker, Dollard, & Metzer, 2007), and work engagement (Bakker, Hakanen, Demerouti, & 
Xanthopoulou, 2007; Hakanen, Bakker, & Schaufeli, 2006). In addition, the JD-R model has been 
used to predict consequences of these experiences, including sickness absenteeism (e.g., Bakker, 
Demerouti, De Boer, & Schaufeli, 2003a; Clausen, Nielsen, Gomes Carneiro,& Borg, 2012; 
Schaufeli, Bakker, & Van Rhenen, 2009), and job performance (e.g., Bakker et al., 2008; Bakker, 
Demerouti, & Verbeke, 2004). In fact, we have now seen so many studies, new propositions, and 
several meta-analyses on the JD-R model (Crawford, LePine, & Rich, 2010; Halbesleben, 2010; 
Nahrgang, Morgeson, &Hofmann, 2011) that the model has maturated into a theory. With JD-R 
theory, we can understand, explain, and make predictions about employee wellbeing (e.g., 
burnout, health, motivation, work engagement) and job performance.  
JD-R model, every job includes demands as well as resources. Demerouti, Bakker, 
Nachreiner and Schaufeli (2001; p. 501) defined job demands as “aspects of the job that require 
sustained physical or mental effort and are therefore associated with certain physiological and 
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psychological costs”. Roughly speaking these are the ‘bad things’ at work that drain energy, such 
as work overload, conflicts with others, and future job insecurity. 
 In contrast, job resources are the ‘good things’ that are defined as “aspects of the job that 
may do any of the following: (a) be functional in achieving work goals; (b) reduce job demands 
and the associated physiological and psychological costs; (c) stimulate personal growth and 
development”3 . Examples of job resources are support from others (which helps to achieve work 
goals), job control (which might reduce job demands), and performance feedback (which may 
enhance learning). In essence, the JD-R model integrates two basic psychological processes. First, 
a stress process, which is sparked by excessive job demands and lacking resources may — via 
burnout — lead to negative outcomes such as sickness absence, poor performance, impeded 
workability, and low organizational commitment. Essentially, when job demands (the ‘bad 
things’) at work that drain energy, such as work overload, conflicts with others, and future job 
insecurity. In contrast, job resources are the ‘good things’ that are defined as “aspects of the job 
that may do any of the following: (a) be functional in achieving work goals; (b) reduce job 
demands and the associated physiological and psychological costs; (c) stimulate personal growth 
and development”3. Examples of job resources are support from others (which helps to achieve 
work goals), job control (which might reduce job demands), and performance feedback (which 
may enhance learning). In essence, the JD-R model integrates two basic psychological processes. 
First, a stress process, which is sparked by excessive job demands and lacking resources may — 
via burnout — lead to negative outcomes such as sickness absence, poor performance, impeded 
workability, and low organizational commitment. Essentially, when job demands (the ‘bad 
things’) are chronically high and are not compensated by job resources (the ‘good things’), 
employee’s energy is progressively drained. This may finally result in a state of mental 
57 
 
exhaustion (‘burnout’), which, in its turn, may lead to negative outcomes for the individual (e.g., 
poor health) as well as for the organization (e.g., poor performance). Second, a motivational 
process, which is triggered by abundant job resources and may — via work engagement — lead 
to positive outcomes such as organizational commitment, intention to stay, extra-role behavior, 
employee safety, and superior work performance.  
In fact, job resources (the ‘good things’) have inherent motivational quality; they spark 
employee’s energy and make them feel engaged, which, in turn leads to better outcomes. Please 
note, that from an intervention point of view both high job demands and poor job resources 
contribute to burnout, whereas only abundant job resources (and not low job demands) contribute 
to work engagement. Hence, by increasing resources, such as social support, job control and 
feedback, two birds are hit by one stone: burnout is prevented and engagement is fostered. In 
contrast, reducing demands, such as work overload, conflicts and job insecurity would only affect 
burnout but not work engagement. The reason is that in addition to being potentially stressful, job 
demands may also be challenging to some point so that lowering job demands would result in less 
challenging jobs and hence lower levels of work engagement. For instance, having to meet a tight 
deadline may also stimulate performance.  
The empirical support for the JD-R model is abundant. For instance, in a review published 
in 2014 of the JD-R model, demands (e.g. by circumventing bureaucracy and adequately 
managing organizational change). Furthermore, strengthening leaders provide their followers with 
work resources (e.g., job control, use of skills, task variety) and development resources (e.g., 
performance feedback, career perspective), and monitor their qualitative and quantitative job 
demands (e.g., work overload, emotional demands, and work-home interference). Finally, 
engaging leaders connect their followers by providing them social resources (e.g., good team 
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atmosphere ,role clarity).In other words, engaged leaders reduced their followers’ job demands, 
which in its turn, reduced their levels of burnout and they simultaneously increased their 
followers’ job resources, which in its turn, boosted their levels of work engagement. In 
conclusion, the JD-R model is a rather straightforward and empirically validated model that 
specifies relationships between job (and personal) characteristics, leadership, employee well-
being, and outcomes. Basically, it states that decreasing job demands, increasing job (and 
personal) resources and stimulating ‘engaged’ leadership prevents burnout and increases work 
engagement. And as a result of this, less negative and more positive outcomes are achieved for 
both employees and organizations. Since job demands and job resources spark the health 
impairment and motivational processes, respectively their proper assessment is paramount. 
The JD-R model of burnout may be used to establish the relationship between time 
pressure and burnout because time pressure has been found to be positively related with work 
overload. The demand and control model (Karasek, 1979) focusses on workload and time 
pressure as key indicators of job demands and found that increased job demands (mainly 
workload, time pressure and low job control) cause job strain. These results are consistent with 
previous studies revealing that time pressure is significantly associated with job strain (McMurray 
et al, 2000, Widmer et al, 2012) 
2.2.2.4.1 Flexibility 
One important reason for the popularity of the JD-R theory is its flexibility. 
According to the theory, all working environments or job characteristics can be modelled using 
two different categories, namely job demands and job resources. Thus, the theory can be applied 
to all work environments and can be tailored to the specific occupation under consideration. Job 
demands refer to those physical, psychological, social, or organizational aspects of the job that 
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require sustained physical and/or psychological effort and are therefore associated with certain 
physiological and/or psychological costs (Demerouti et al., 2001). Examples are a high work 
pressure and emotionally demanding interactions with clients or customers. Although job 
demands are not necessarily negative, they may turn into hindrance demands when meeting those 
demands requires high effort from which the employee has not adequately recovered (Meijman 
&Mulder, 1998). Job resources refer to those physical, psychological, social, or organizational 
aspects of the job that are: (a) functional in achieving work goals; (b) reduce job demands and the 
associated physiological and psychological costs; or (c) stimulate personal growth, learning, and 
development (Bakker, 2011; Bakker & Demerouti, 2007). Hence, resources are not only 
necessary to deal with job demands, but they are also important in their own right. Whereas 
meaningful variations in levels of certain specific job demands and resources can be found in 
almost every occupational group (like work pressure, autonomy), other job demands and 
resources are unique. For example, whereas physical demands are still very important job 
demands nowadays for construction workers and nurses, cognitive demands are much more 
relevant for scientists and engineers. 
2.2.2.4.2 Two Processes 
A second proposition of JD-R theory is that job demands and resources are the triggers of 
two fairly independent processes, namely a health impairment process and a motivational 
process). Thus, whereas job demands are generally the most important predictors of such 
outcomes as exhaustion, psychosomatic health complaints, and repetitive strain injury (RSI)(e.g., 
Bakker, Demerouti, & Schaufeli, 2003b; Hakanen et al., 2006), job resources are generally the 
most important predictors of work enjoyment, motivation, and engagement (Bakker et al., 2007, 
2010). The reasons for these unique effects are that job demands basically cost effort and 
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consume energetic resources, whereas job resources fulfil basic psychological needs,like the 
needs for autonomy, relatedness, and competence (Bakker, 2011; Deci & Ryan, 2000; Nahrgang 
et al., 2011).  
A number of studies have supported the dual pathways to employee wellbeing proposed 
by JD-R theory, and showed that it can predict important organizational outcomes. Bakker et al. 
(2003b) applied the JD-R model to call centre employees of a Dutch telecom company, and 
investigated its predictive validity for self-reported absenteeism and turnover intentions. Results 
of a series of structural equation modelling (SEM) analyses largely supported the dual processes. 
In the first energy-driven process, job demands (i.e., work pressure, computer problems, 
emotional demands, and changes in tasks) were the most important predictors of health problems, 
which, in turn, were related to sickness absence (duration and long-term absence). 
In the second motivation-driven process, job resources (i.e., social support, supervisory 
coaching, performance feedback, and time control) were the only predictors of dedication and 
organizational commitment, which, in turn, were related to turnover intentions. Hakanen et al. 
(2006) found comparable results in their study among Finnish teachers. More specifically, they 
found that burnout mediated the effect of job demands on ill-health, and that work engagement 
mediated the effect of job resources on organizational commitment. Furthermore, Bakker et al. 
(2003a) applied the JD-R model to nutrition production employees, and used the model to predict 
future company-registered absenteeism. Results of SEM analyses showed that job demands were 
unique predictors of burnout and indirectly of absence duration, whereas job resources were 
unique predictors of organizational commitment, and indirectly of absence spell.  
Finally, Bakker et al. (2004) used the JD-R model to examine the relationship between job 
characteristics, burnout, and other ratings of performance. They hypothesized and found that job 
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demands (e.g., work pressure and emotional demands) were the most important antecedents of the 
exhaustion component of burnout, which, in turn, predicted in-role performance. 
In contrast, job resources (e.g., autonomy and social support) were the most important predictors 
of extra-role performance, through their relationship with (dis)engagement. Taken together, these 
findings support JD-R theory’s claim that job demands and job resources initiate two different 
psychological processes, which eventually affect important organizational outcomes. 
Job Demands × Resources Interactions 
Job demands and resources initiate different processes, but have also joint effects. The 
third proposition put forward by JD-R theory is that job demands and resources interact in 
predicting occupational wellbeing. There are two possible ways in which demands and resources 
may have a combined effect on wellbeing, and indirectly influence performance. 
The first interaction is the one where job resources buffer the impact of job demands on strain. 
Thus, several studies have shown that job resources like social support, autonomy, performance 
feedback, and opportunities for development can mitigate the impact of job demands (work 
pressure, emotional demands, etc.) on strain, including burnout (e.g., Bakker et al., 2005; 
Xanthopoulou et al., 2007). Employees who have many job resources available can cope better 
with their daily job demands. The second interaction is the one where job demands amplify the 
impact of job resources on motivation/engagement. Thus, research has shown that job resources 
become salient and have the strongest positive impact on work engagement when job demands 
are high. In particular, when a worker is confronted with challenging job demands, job resources 
become valuable and foster dedication to the tasks at hand. Hakanen, Bakker, and Demerouti 
(2005) tested the latter interaction hypothesis in a sample of Finnish dentists employed in the 
public sector. 
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2.2.3 Work-family Border Theory (Nippert-Eng 1996, Zerubavel 1991). 
Creating and maintaining boundaries are fundamental to human nature (Nippert-Eng 1996, 
Zerubavel 1991). Two theories play a prominent part in understanding Work-family boundary 
management: boundary theory, and border theory. Both theories are rooted in role theory, in 
particular organizational role theory (Biddle 1986, Kahn et al. 1964, Katz&Kahn 1978). Roles, 
which consist of recurrent activities within the social system that yield organizational output, play 
a prominent part in life. Katz & Kahn (1978) define an organization as an open system of roles. 
Boundaries around work and family and the way that individuals manage them can be a 
source of order by clearly delineating expected behaviors for each role and forming the 
foundation for interactions with others. The boundaries, however, can also be a source of conflict 
by making the transitions between roles more difficult. Inter-role conflict occurs when role 
pressures associated with membership in one group conflict with role pressures associated with 
membership in other groups (Kahn et al. 1964). Based on the work of Kahn et al. (1964), 
Greenhaus & Beutell (1985) define work-family conflict as a specific form of inter-role conflict in 
which family and work roles are mutually discordant in some respect. Work-family conflict 
research has been a dominant feature within the work-family literature, and effective transitioning 
from one role to another is thought to be one way in which individuals can minimize work-family 
conflict. 
 
2.2.3.1 Boundary Theory (Ashforth et al. 2000, Zerubavel 1991). 
63 
 
Boundary theory focuses on the ways that people create, maintain, or change boundaries 
in an effort to simplify and classify the world around them (Ashforth et al. 2000, Zerubavel 1991). 
It evolved from the classic sociological work of Nippert-Eng (1996) and is based on a general 
cognitive theory of social classification that focuses on outcomes such as the meanings people 
assign to work and to home and the ease of transitions between the two. As applied to the work-
family literature, boundary theory concerns the cognitive, physical, and/or behavioral boundaries 
existing between individuals’ family and work domains that define the two entities as distinct 
from one another (Ashforth et al. 2000, Hall&Richter 1988, Nippert-Eng 1996). Boundaries can 
range from thick (associated with keeping work and family separate) to thin (associated with 
blending work and family). 
Roles tend to be bounded in space and time, in that they are more relevant within specific 
locations and at specific times of the day and the week. For example, the employee role is more 
likely to be enacted while an individual is physically at the organizational worksite Monday 
through Friday during the day, whereas the family role is more likely to be enacted while at home 
during the weekend and evenings. Boundary theory focuses on the transitions that occur across 
roles. Ashforth et al. (2000) delineate macro and micro role transitions. Macro transitions are 
those that are infrequent and often involve permanent change (e.g., a promotion), whereas micro 
transitions are recurring transitions that occur on a frequent basis (e.g., the commute from home 
to work to home again). Work-family researchers have focused primarily on the micro role 
transitions. 
2.2.3.2 Border Theory (Clark 2000) 
Border theory concerns the boundaries that divide the times, places, and people associated 
with work versus family roles (Clark 2000). Clark (2000) states that border theory is a theory 
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about work–family balance, suggesting that work–family balance can be attained in multiple ways 
depending on factors such as the similarity of the work and family domains and the strength of the 
boundaries between domains. Border theory suggests that individuals cross borders daily, both 
physically and psychologically, as they move between work and home. Borders are the lines of 
demarcation between domains and take three main forms: physical, temporal, and psychological. 
Physical borders define where role-domain behavior occurs. Temporal borders determine 
when role-specific work is done. Psychological borders are rules created by individuals with 
regard to when thinking patterns, behaviour patterns, and emotions are appropriate for one 
domain but not for the other. According to border theory, domain members, referred to as border 
keepers, also play a role in boundary management. For example, supervisors act as border keepers 
within the work domain, and spouses act as border keepers within the home domain. Border 
keepers are involved in the negotiation of what constitutes a domain and where the borders 
between domains lie. They may have their own views with regard to what constitutes work and 
family and offer differing degrees of flexibility that impact the ease with which individuals can 
cross borders in order to deal with competing work and family demands. For example, a 
supervisor may not permit personal phone calls at work, thereby preventing the family from 
intruding on the work domain. 
According to Desrochers & Sargeant (2004), work-family border theory (Clark, 2000) and 
boundary theory (Ashforth, 2000) each contribute to the study of work-family linkages by 
describing the conditions under which varying degrees of work-family integration are likely to 
improve or diminish individual well-being. Both theories address how people construct, maintain, 
negotiate and cross boundaries or borders, and how people draw the lines of demarcation between 
work and family (Clark, 2000). 
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Another similarity in both theories is the extent of integration or segmentation as indicated 
primarily by two characteristics: flexibility and permeability. When two or more domains are 
highly flexible and permeable with respect to one another, they are said to be integrated. 
Boundary theory and work-family border theory also share a similar view that, in addition to 
flexibility and permeability, the extent of work-family integration depends on how similar these 
domains are to each other (Desrochers & Sargeant, 2004). 
However, the two theories differ on the nature of that relationship and its implications for 
work-family balance. Ashforth et al. (2000) propose that the difference or contrast between roles 
is part of what determines how clear or how thick the boundary is between one domain and 
another, which in turn influences the likelihood of work-family conflict (Desrochers et al., 2005). 
Matthews (2007) states that this theory tends to focus on transitions within an organizational 
context, although it also makes reference to transitions between organizational roles and non-
organizational roles (e.g., retirement transition, transition between work roles and family roles). 
However, Clark (2000) believes that the clarity or strength of the work-family border is separate 
from the similarity of role domains, and that these two factors interact to influence work-family 
balance. The theory is primarily focused on the way people transition between the work and 
family domains (Matthews 2007). 
Work-family border theory is different from boundary theory in that its definition of 
borders encompasses not only psychological categories but also those tangible boundaries that 
divide time, place and people associated with work versus family (Desrochers et al., 2005). Clark 
(2000) in her research tries to understand the process of work-family conflict. She identifies one 
of the shortcomings of the earlier approaches as their lack of predictive ability, and suggests that 
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these theories offered little guidance in either predicting work-family conflict or solving problems 
that arise in trying to balance work and family responsibilities. 
Work-family border theory attempts to explain how individuals manage and negotiate the 
work and family spheres and the borders between them in order to attain balance (Clark, 2000). 
This theory was designed to remedy the criticism and gaps of previous theories on work and 
family (Akdere, 2006) by dividing the boundaries within the employees’ life. The theory 
addresses how domain integration and segmentation, border creation and management, border-
crosser behavior, and relationships between border-crossers and others at work and at home 
influence work-family balance. Employees in turn are seen as “border-crossers” making 
continuous, daily transitions between their work and family lives. For some individuals, the 
transition (border-crossing) may be slight, as where for example language and customs are highly 
similar in both domains. For others, the language and behavior expected in the work domain are 
very different from what is expected in the family domain, and thus a more extreme transition is 
required. The outcome of this theory is the concept of work-family balance, which refers to 
“satisfaction and good functioning at work and at home, with a minimum of role conflict” (Clark, 
2000). This theory built upon role theory and has strong potential for further elucidating family 
and work conflict processes between the family and the workplace (Bellavia & Frone, 2005). 
The central concepts of the work-family border theory are 1) the work and home domains; 
2) the borders between work and home; 3) the border-crosser; and 4) the border-keepers and other 
important domain members. Each of these concepts will be explained in the following sub-
sections. Figure below illustrates the work-family border theory of Clark (2000). 
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Fig. 2.2   Work-family border theory (Clark, 2000) 
 
The Work and Home Domains: Clark identifies work and home as two different domains 
which are associated with different rules, thought patterns and behaviour. The differences 
between work and home can be classified in two different ways: differences in value ends and 
differences in value means (Rokeach, 1973 as cited in Clark, 2000). Work primarily satisfies the 
ends of providing an income and giving a sense of accomplishment, while home life satisfies the 
ends of attaining close relationships. Responsibility and capability were ranked as the most 
important means to achieve desired ends at work, while being loving and giving were ranked the 
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most important means to achieve happiness at home (Clark & Farmer, 1998 as cited in Clark 
2000). As a result of the differences in domains, individuals often manage to integrate both work 
and home to some degree (Clark, 2000). Nippert-Eng (1996) explained the way people deal with 
differences between the two domains on a continuum, with integration at on one end and 
segmentation on the other. 
The Borders between Work and Family: According to border theory, each of a person’s 
roles takes place within a specific domain of life, and these domains are separated by borders, 
lines of demarcation that may be physical, temporal, or psychological (Clark, 2000). Physical 
borders define where domain-relevant behavior takes place, such as the walls of a workplace or 
the walls of a home (Clark, 2000). Ahrentzen (1990) discovered that much of the literature on role 
conflict boundaries examines controlling and setting time schedules, but rarely considers space. 
She found that 69% of workspaces were used exclusively for work; when a room was not 
exclusive, the equipment and furniture typically marked the boundaries. 
A temporal border refers to a set of work hours that divide when work is done from and 
when family responsibilities start (Hill et al., 1998). Common examples of temporal boundaries 
are rituals such as kissing one’s spouse, good-bye, or turning on the computer and checking 
voice-mail messages can form the temporal boundaries that begin the day. Turning off the ringer 
to the office phone line or locking the door to the home office, mark the end of the day (Hill et al., 
1988). Psychological borders are rules created by individuals that dictate when thinking patterns, 
behavior patterns and emotions are considered appropriate for one domain (e.g. work) but not the 
other (Clark, 2000). Individuals used physical and temporal borders to determine the rules that 
make up psychological borders. Psychological borders are created as an enactment which “a 
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process in which individuals take elements given in their environments and organize them in a 
way that makes sense” (Weick, 1979 as cited in Clark 2000). 
Permeability: Hall & Richter (1998) define permeability as the degree to which 
psychological or behavioural aspects of one role or domain may enter another. For example, an 
individual may have an office at home whose physical doors and walls create a sort of border 
around his or her work. However, the border may be highly permeable because family members 
are accustomed to frequently entering and talking with the individual while at work (Clark, 2000). 
Flexibility: Boundary flexibility is the extent to which a border may contract or expand 
depending on the demands of one domain or another (Clark, 2000). For example, if individuals 
are free to work any hours they choose, the temporal border separating work and family is flexible 
(Clark, 2000). Flexibility is the degree to which the spatial and temporal boundaries are pliable 
that is the extent to which a border may contract or expand, depending on the demands of one 
domain or the other (Hall & Richter, 1988). In other words, boundary flexibility is the degree to 
which an individual is willing and able to move from one domain (i.e., the work domain) to 
another domain (i.e., the family domain) to meet demands in that domain (Matthews, 2007). 
Ashforth et al. (2000) indicated that ‘a role with flexible boundaries can be enacted in various 
settings and at various times’. Mental or physical boundaries may need to be put in place. If 
individuals may work in any location they choose, the physical border is flexible. Similarly, when 
the psychological border is flexible, then an individual can think about work when at home and 
home when at work. Ideas, insights, and emotions flow between domains more easily when the 
psychological border is flexible (Clark, 2000). Therefore, flexibility refer to the ability of 
individuals to control over the conditions of work and family domains include having autonomy 
to decide how the work or house chores is to be done. Hill et al. (2001) studied the conditions 
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wherein spill over between the work and family domains might occur and how the two domains 
can impact work-family balance in terms of work flexibility. There are strong correlation between 
perceived work flexibility and work-family balance in his finding. Individuals with perceived 
work flexibility have more favourable work-family balance. They are also being able to work 
longer hours before they feel that their work-family balance has been compromised. 
Blending: Blending occurs when high levels of permeability and flexibility exist within 
borders (Clark, 2000), and two domains overlap. The area around the presupposed border is no 
longer exclusive of one domain or the other, but blends both work and family, creating a 
borderland which cannot be exclusively called either domain. For example, psychological 
blending occurs when a person uses their personal or family experience in their work, or uses 
their work experience to enrich their home life. 
 Strength: The strength of the border can be determined by the combination of 
permeability, flexibility and blending. Borders that are very impermeable, inflexible and do not 
allow blending are strong. Conversely, borders that allow permeations, are flexible, and facilitate 
blending are weak. The ideal degree of border strength depends on the differences between the 
domains (Clark, 2000). Lambert et al. (2006) suggest that in certain situations, weak borders 
between work and family domains can be more beneficial in promoting balance, whereas in other 
situations, strong borders may be more beneficial. 
The Border-Crosser: Border-crosser refers to individuals or workers who make frequent 
transitions between work and family domains. Border-crossers can be described based on the 
degree to which they are peripheral or central participants in either domain (Lave & Wegner, 
1991as cited in Clark, 2000). The central participants in a domain (i.e., those who have influence 
in that domain because of their competence, affiliation with central members within the domain, 
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and internationalization of the domain’s culture and values) have a good ability to control the 
border with the other domain and, consequently, to attain a good balance between work and 
family. Meanwhile the elements of peripheral participation are contrast to the elements of central 
participation. 
The Border-Keepers and Other Important Domain Members: A final element of this 
theory involves border keepers and other domain members. Border-keepers refer to some domain 
members who are especially influential in defining the domain and border (e.g. spouses, 
supervisor etc). Other domain members may be influential in defining the domain and border, but 
not have power over the border-crosser (Clark, 2000). Border-keepers and other domain members 
play an important role in the border-crosser’s ability to manage the domains and borders (Clark, 
2000). Many researchers point out the existence of blurred boundaries from psychosocial factors 
such as the spillover of stress from work to family and situational factors such as the scheduling 
of home work and its location within the household (Golden et al., 2006; Hill et al., 2001; Moen 
& Sweet, 2002). Moreover, researchers have treated work and family life independently (Clark, 
2000). 
2.2.4 Theories of turnover intention 
2.2.4.1 Social Exchange Theory (Blau, 1964) 
The Social Exchange Theory (Blau, 1964) is applied to investigate and explain a variety of 
organisationally desired work attitudes, and behavioural outcomes (Wayne, Shore & Liden, 
1997). The exchange model first proposed by Barnard (1938) posited that individuals exchange 
their contributions for certain inducements that the organisation provides. Subsequently, Blau 
(1964) distinguished between social and economic exchange that differ, among other things, on 
the nature of the inducements being offered by the organisation; economic exchange emphasises 
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the socio-emotional aspects of the exchange (Shore, Tetrick, Lynch & Barksdale, 2006). Central 
to social exchange theory is the norm of reciprocity (Gouldner, 1960) that obligates individuals to 
respond positively to favourable treatment received from others (Blau, 1964). A common feature 
of these exchange models is their exclusive focus on the inducements provided in the relationship.  
  
Social exchange theory posits that two parties involved in a social exchange relationship 
adhere to norms specifying that good deeds should be reciprocated (Blau, 1964). Social exchange 
relationships are based on mutual trust and beliefs that the other party will uphold their 
obligations (Cropanzano & Mitchell, 2005). Social exchange norms are illustrated through the 
expression, “you scratch my back, and I’ll scratch yours.”  
The employment relationship allows the employee to acquire valuable resources, which 
include material goods such as pay and fringe benefits, and social goods such as approval, trust, 
and prestige.  After receiving the benefits, the norm of reciprocity required employees to repay 
the party who provided them those benefits (Gouldner, 1960).  For example, individuals who are 
well treated are more likely to become affectively committed to the organisation (Meyer & Allen, 
1997), display more organisational citizenship behaviours (Bycio, Hackett & Allen, 1995; Pillai, 
Schriesheim & Williams, 1999; VanYperen, van den Berg & Willering, 1999), and lower 
turnover intention (Chen, Aryee & Lee, 2004).  
Furthermore, many studies show that employees who receive favourable treatment from 
their managers and organisation respond through greater commitment and loyalty to the 
organisation and by performing behaviours that benefit their managers and organisation. Many 
employees believe they benefit when their employer shows a commitment to employee well-
being, when their managers fulfil their promises (both explicit and implied), and when they 
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believe they are treated fairly and with respect. Researchers have studied several common ways in 
which employees reciprocate favourable treatment. Employees who feel more favourably treated 
tend to have higher levels of felt obligation, which refers to beliefs regarding whether one should 
care about the organisation’s well-being and should help the organisation reach its goals 
(Eisenberger, Armeli, Rexwinkel, Lynch & Rhoades, 2001). 
Research suggests that felt obligation is the linchpin in social exchange-based responses 
(Eisenberger et al., 2001); that is, favourable treatment leads to feeling obligated to give back, 
which in turn leads to positive behavioural responses. 
In response to favourable treatment, employees also tend to be more committed and loyal 
(Bunderson, 2001; Colquitt, Conlon, Wesson, Porter & Ng, 2001; Coyle-Shapiro & Kessler, 
2000; Eisenberger, Fasolo & Davis-LaMastro, 1990; Lester, Turnley, Bloodgood & Bolino, 2002; 
Rhoades & Eisenberger, 2002). They also tend to have stronger intentions to remain in the 
company and are less likely to quit (Colquitt et al., 2001; Griffeth, Hom & Gaertner, 2000; Jones 
& Skarlicki, 2003; Rhoades & Eisenberger, 2002; Turnley & Feldman, 1999), and have higher 
job performance (Colquitt et al., 2001; Lester et al., 2002), and are likely to be engaged in their 
work. The reverse is also true: employees who feel unfavourably treated tend to “even the score” 
through counterproductive work behaviours and revenge. 
Other studies (e.g., Colquitt et al., 2001; Coyle-Shapiro & Kessler, 2000; Jones, Fassina & 
Uggerslev, 2006; Podsakoff, Mackenzie, Paine & Bacharach, 2000; Rhoades & Eisenberger, 
2002) show that employees often reciprocate by engaging in behaviours that help the company 
achieve its goals. Collectively, these behaviours are referred to as “Organisational Citizenship 
Behaviour,” which describes cooperative actions that go above and beyond the call of duty. 
Employees have discretion over whether they engage in such behaviour because it falls outside of 
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their formal job requirements. Organisational citizenship behaviour comes in many forms, such as 
when an employee goes out of his or her way to help a co-worker in need, provides thoughtful 
suggestions to improve work processes, or volunteers to complete a necessary, but undesirable 
task. The importance of employee citizenship behaviour to organisations is reflected in the studies 
that demonstrate an association between this behaviour and organisational-level performance 
(Podsakoff et al., 2000). 
Not all employees, however, are equally likely to act in accordance with reciprocity 
norms. Employees with strong exchange ideologies tend to vary their commitment and effort to 
match what they receive from their employer (Eisenberger, Huntington, Hutchison & Sowa, 
1986). In contrast, the attitudes and behaviours of employees with weak exchange ideologies are 
less affected by the benefits they do, or do not receive. Exchange ideology has been shown to 
moderate the effects of variables examined in social exchange research on various responses, 
meaning that responses to favourable treatment are more pronounced among people who are 
higher on exchange ideology, including felt obligation (Coyle-Shapiro & Neuman, 2004; 
Eisenberger et al., 2001), intentions to stay (Andrews, Witt & Kacmar, 2003), organisational 
citizenship behaviour (Ladd & Henry, 2000; Witt, 1991).  
Typically, according to Saks (2006), a stronger theoretical rationale for explaining 
employee engagement can be found in social exchange theory. Social exchange theory argues that 
obligations are generated through a series of interactions between parties who are in a state of 
reciprocal interdependence. A basic principle of social exchange theory is that relationships 
evolve over time into trusting, loyal, and mutual commitments as long as the parties abide by 
certain ‘rules’ of exchange (Cropanzano & Mitchell, 2005). Such rules tend to involve reciprocity 
or repayment rules, so that the actions of one party lead to a response or actions by the other 
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party. For example, when individuals receive economic and socio-emotional resources from their 
organisation, they feel obliged to respond in kind and repay the organisation (Cropanzano & 
Mitchell, 2005). This is consistent with Robinson, Perryman and Hayday’s(2004) description of 
engagement as a two-way relationship between the employer and employee.  
Saks (2006) maintained that engagement of employees might represent a form of 
obligation to the organisation. That is, if organisations offer support to their employees, these 
individuals feel obliged to become cognitively, emotionally, and physically engaged in their work 
role. They feel they should direct constructive behaviours, such as positive attitudes, towards the 
organisation. Consistent with this perspective, when organisations do offer support and resources, 
employees do indeed report elevated levels of engagement (Saks, 2006). Thus, employees are 
more likely to exchange their engagement for resources and benefits provided by their 
organisation. 
To operationalise the concepts of social exchange, Eisenberger, Huntington, Hutchison 
and Sowa (1986) developed the perceived organisational support (POS) construct, which is 
defined as employees’ general perception as how an organisation values their contributions and 
concerns of their well-being (Eisenberger, Cummings, Armeli & Lynch, 1997; Eisenberger et al., 
1986).  POS affected employees’ behaviours in different aspects such as their innovativeness and 
sense of responsibility to their jobs (Eisenberger et al., 1986).       
Eisenberger, Fasolo and Davis-LaMastro (1990) further argued that POS creates trust that the 
organisation will fulfil its exchange obligation of noticing and rewarding employee efforts made 
on its behalf. Tan and Tan (2000) also showed that perceived organisational support is 
significantly related to trust in organisation. When employees perceived that the organisation 
values their contributions and concerns with their well-being, which creates a general trust feeling 
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toward this organisation, the employees will in turn do the best they can to support the 
organisation to achieve its set goal.  This perceived support is also part of a reciprocal exchange 
agreement in the view of social exchange theory. The perceptions of good treatment by the 
organisation create feelings of employee obligation to repay the organisation through trust and 
commitment (Eisenberger, Fasolo & Davis-LasMastro, 1990; Eisenberger et al., 1986). 
 In addition, employees with high POS are more likely to demonstrate higher work performance, 
thus reducing the likelihood of absenteeism and the propensity to leave (Mathieu & Zajac, 1990; 
Meyer & Allen, 1997; Mowday, Porter & Steers, 1982; Rhoades & Eisenberger, 2002).   
 Despite winning widespread acceptance, the theory has been reviewed recently. For 
instance, Fuller, Hester, Barnett, Prey and Relyea (2006) extended the model of social exchange 
by examining the indirect, impersonal transaction between the employees and other parties 
related. They argued that the social exchange process involves two different processes: direct 
exchange with the organisation (as in the case of POS) and indirect, impersonal transactions with 
outsiders.  For example, the employees’ may be satisfied with their esteem needs by both internal 
promotions within the organisation and indirectly from the good reputation their company holds 
by outsiders.  As a result, there is a need to incorporate relational variables such as Perceived 
External Prestige (PEP) into the social-exchange framework (Fuller et al., 2006).  Perceived 
external prestige also known as “construed external image” refers to an employee’s own beliefs 
about how other people outside the organisation evaluate the status and prestige of the 
organisation (Smidts, Pryun & VanRiel, 2001).  Many research studies suggested that PEP is 
strongly related to employee’s identification with his/her organisation and hence, their behaviours 
(Fuller, Bamett, Hester & Relyea, 2003; Dukerich, Golden & Shortell, 2002; Dutton, Dukerich & 
Harquail, 1994).   
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In summary, social exchange theory provides a theoretical foundation to explain why 
employees choose to become more or less engaged in their work and organisation. In terms of 
Kahn’s (1990) definition of engagement, employees feel obliged to bring themselves more deeply 
into their role performances as repayment for the resources they receive from their organisation. 
When the organisation fails to provide these resources, individuals are more likely to withdraw 
and disengage themselves from their roles. Thus, the amount of cognitive, emotional, and 
physical resources that an individual is prepared to devote in the performance of their work role 
may be contingent on the economic and socio-emotional resources received from the 
organisation. 
Gould (1979) argues that a limitation of these frameworks is that they fail to consider the 
impact of employee expectations for future organisational outcomes. Consequently, Gould (1979) 
recommends that research attention should be directed towards operationalising future anticipated 
rewards that an employee might receive in the course of his or her exchange relationship with the 
employer. Researchers have found the application of the social exchange theory relevant in 
explaining how it affects the attitude and behaviour of employees in the organisation. As 
employees perceive high level of fairness from the leadership/management of the organisation, 
they will likely exhibit or show positive job attitudes as behavioural reciprocation of the good 
gesture. Thus, from the social exchange viewpoint high performance is a means for an employee 
to pay the organization back for her fair treatment.     
2.2.4.2 Human Capital Theory (Becker, 1993). 
The core thesis of human capital theory is that human’s learning functions are comparable 
with other natural resources which are involved in the production process (Becker, 1993). The 
theory’s roots are in the work of Adam Smith or William Petty. Yet it was Gary Becker who 
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extensively developed the human capital theory in 1964. The concept of human capital claims that 
not all work is equal and that the employees’ quality can be increased by investing in them 
(Becker, 1993). According to Becker (1993), education and training are the most important 
investment in human capital. Learning capacity is closely related to earning level, thus it can raise 
a person’s income. The earnings of more educated people are mostly above average. The 
education, experience and skills of a worker have an economic value for employers and for the 
economy as a whole. It emphasized that effective employees have to be constant learners in order 
to compete in an increasingly globally competitive enterprise environment. Hence occupational 
wage differentials refer to the amount of investment in human capital (Henneberger and Sousa- 
Poza, 2007: p. 53). 
There are two major forms of human capital investment; schooling and on-the-job 
training. Becker defined a school as an “institution specializing in the production of training” 
(Becker, 1993), such as university or high school. On-the-job training relates to the increasing 
productivity of employees by learning new skills and perfecting old ones while on the job 
(Becker, 1993). It can be distinguished between general and specific training. Training can be 
seen as general, if the acquired skill can also be used in another company. For example, a doctor 
trained in one hospital finds his skills also beneficial at other hospitals (Becker, 1993); whereas 
specific training is defined as “training that has no effect on the productivity of trainees that 
would be useful in other firms” (Becker, 1993). The development of capability requires both 
specialization and experience and can be gained partly from schools and partly from companies. 
Block (1990) has argued that Human Capital Theory is a poor concept of capital. It 
isunable to understand human activity other than as the exchange of commodities and the notion 
of capital employed is purely a quantitative one. This misses the point that capital is an 
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independentsocial force where the creation of social value comes about through its capital 
accumulation.Given this explanation, human capital is an abstract form of labor - a commodity - 
and notcapital. Commodities such as human capital are therefore part of the life cycle of 
capitalism as aform of labor and not able to be exchanged independently of it. 
Employees that possess a high amount of company specific training will hardly find 
alternatives that meet their expectations, such as wages. Based on this theory, it can be assumed 
that company specific training has an inverse relationship to turnover intent. The higher the 
investments are on specific knowledge, the higher the considered transaction costs (Henneberger 
and Sousa-Poza, 2007). 
2.2.4.3 Search Theory (Stigler, 1961). 
The search theory can be traced back to George Stigler’s analysis how buyers (or sellers) 
acquire information as an investment. He argued that “a buyer (or a seller) who wishes to 
ascertain the most favorable price must canvass various sellers (or buyers)” (Stigler, 1961). A 
special concern in this study is the worker’s optimal strategy when choosing from various 
potential opportunities in the labor market. The individual imperfect knowledge of labor market 
variables requires the usage of a so called “reservation price” for the search of employment 
various alternatives (Morrell et al., 2001). Reservation price is defined as “the lowest salary or 
wage at which a person will consider accepting a job and can be thought of as a short-hand 
heuristic which people use to decide whether to accept / reject a job offer in the face of little other 
information from the labor market” (Holt and David, 1966 in Morrell et al., 2001). It is seen as 
endogenously determined, suggesting that it depends on opportunities in the labor market 
(Morrell et al., 2001). 
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For employees, search generates alternative positions or workplace outside the present 
organization, which can lead to actual turnover. Therefore job search was detected as an important 
precursor to quitting in several studies (e.g. Mobley et al., 1979). Job search can also lead to the 
appreciation of one’s present job after comparing it with the alternatives (Morrell et al., 2001). 
2.2.4.4 Matching Theory (Mace, 1990). 
Matching Theory describes a process where humans or other organisms “distribute their 
behaviour in relation to the rate of reinforcement for response alternatives” (Mace, 1990). It gives 
an understanding about the appearance and the termination of a work contract under uncertainty. 
Employees strive for those positions which match best with their capabilities that correlate with 
appropriate wages. Employers tend to fill positions, so that they can maximize their benefit 
(Henneberger and Sousa-Poza, 2002). Employee’s productivity in a particular job is not known in 
advance but rather appears precisely as the worker’s job tenure increases (Jovanovic, 1979). The 
benevolence of a “match” reveals in the course of the employment relationship. Therefore 
younger employees launch an experimental stage at the beginning of their professional life, where 
they gain experiences and diminish lack of information. In this context, job mobility can be 
understood as a mechanism for correcting matching failures (Henneberger and Sousa-Poza, 
2002). 
2.2.4.5 Equity Theory (Adams 1963) 
Equity theory, also known as justice theory, was developed by John Stacey Adams in 
1963 and can be categorized in job motivational theory. It proposes that individuals determine 
whether the distribution of resources is fair to both relational partners (Brinkmann and Stapf, 
2005). In organization, the Equity theory of employee motivation describes the fair balance to be 
struck between an employee’s inputs, such as hard work, skill level, tolerance or enthusiasm and 
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an employee’s outputs, such as salary, benefits or intangibles issues. Justice is existent, when 
inputs and outputs are fairly distributed among the participants, whereas the impartial criteria of 
the situation are less important than the way, how individuals estimate the value and the relevance 
of the inputs and outputs of the different participants (Brinkmann&Stapf, 2005). Thus a highly 
motivated employee perceives his rewards to be equal to his contributions. He will judge to be 
treated fairly, when he feels that he is working and being rewarded at about the same rate as his 
peers. It should be emphasized that factors can affect each person’s assessment and perception of 
their relationship with their relational partners differently; hence every employee does not 
measure his contributions in the same way. According to Leventhal, employees evaluate the 
fairness of the procedural justice regarding following criteria (Brinkmann and Stapf, 2005): 
1.  The procedure must not contradict ethical standards. 
2.  The allocation has to be applied consistently over time and people. 
3. Decisions have to consider the interest of everyone. 
4. The person, who uses the procedural method, should not be influenced by self-interest. 
Generally the extent of demotivation is proportional to the perceived disparity with other 
people or inequity, but for some people just the smallest indication of negative disparity between 
their situation and other people's is enough to cause massive disappointment and a feeling of 
considerable injustice, resulting in demotivation, or worse, open hostility. Some people reduce 
effort and application and become inwardly disgruntled, or outwardly difficult, recalcitrant or 
even disruptive. Other people seek to improve the outputs by making claims or demands for more 
reward, or seeking an alternative job.The procedural method should contain correction possibility 
in order to revise decisions, for instance through objection. Based on the Equity theory, if an 
employee perceives the distribution of resources as unfair, then turnover intent will emerge. 
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Criticism has been directed toward both the assumptions and practical application of equity 
theory. Scholars have questioned the simplicity of the model, arguing that a number of 
demographic and psychological variables affect people's perceptions of fairness and interactions 
with others. Furthermore, much of the research supporting the basic propositions of equity theory 
has been conducted in laboratory settings, and thus has questionable applicability to real-world 
situations (Huseman, Hatfield & Miles, 1987). Critics have also argued that people might 
perceive equity/inequity not only in terms of the specific inputs and outcomes of a relationship, 
but also in terms of the overarching system that determines those inputs and outputs. Thus, in a 
business setting, one might feel that his or her compensation is equitable to other employees', but 
one might view the entire compensation system as unfair (Carrell and Dittrich, 1978) 
2.2.4.6 Organizational Equilibrium Theory (Barnard, 1938). 
Barnard provided a systematic framework where he discussed human motivations that are 
involved in the decision to belonging, which is also known as the organizational equilibrium. He 
argued that “the equilibrium of an organization means the capacity to maintain efficiency of an 
organization” (Mano, 1994). Organizations are dependent on the continuity of participants’ 
contributions and in order to maintain this, organizations have to offer equitable inducements. 
Thus Barnard’s specific evolution is the decision to participate, in other words “balancing of 
burdens by satisfactions which results in continuance” (Barnard, 1938). 
According to Barnard, if the personal sacrifice is bigger than the inducements he gets, then 
the person will withdraw his contributions and will leave the company. Simon extended Barnard’s 
theory into the Barnard-Simon Organizational Equilibrium theory, which builds on Barnard’s 
observations. Simon argued that the achievement of organizational equilibrium contains the 
condition that the sum of contribution of all employees ensures the kinds and quantity of 
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necessary inducements (Mano, 1994). However, he did not consider the functions of the 
organization, such as the process of creation, transformation or exchange of utilities where 
Barnard also placed his emphasis (Mano, 1994). 
2.2.4.7 Turnover Process Models 
Several studies were already conducted that focused on developing and estimating a 
causal model specifying the factors of voluntary turnover. The common theme which can be 
observed from the following described models is that turnover behavior is a multistage process 
that includes behavioural, attitudinal, and decisional components (Barak et al., 2001). Five 
turnover models are presented below, which are chronologically listed. These key models have 
shaped the research on turnover behaviour and therefore need to be discussed. 
2.2.4.8 March & Simon’s Model 
Many studies of voluntary turnover are to some degree descendants of the March and 
Simon (1958) framework (Mobley, 1977, Lee et.al, 1999). Their model can be traced back to 
Barnard-Simon’s theory of “organizational equilibrium” where they argued that all employees 
confront with decisions through their interaction with the company (Mano, 1994). A special 
concern in this study is the “decision to participate” with the key variable “desirability and ease of 
movement in and out of the organization” (Bowen&Siehl, 1997). The theory specifies that 
employees’ decision to resign is influenced by two factors: their “perceived ease of movement”, 
which refers to the assessment of perceived alternatives or opportunity and “perceived desirability 
of movement”, which is influenced for instance by job satisfaction (Morrell et al., 2001). This 
describes how balance is struck both for the organization and its employees in terms of 
inducements, such as pay, and contributions, such as work, which ensures continued 
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organizational efficiency. When inducements are increased by the company, this will lower the 
tendency of the worker to leave and vice versa (Morrell et al., 2001). 
Many limitations of March and Simon’s model exist. Their model more presents a static 
rather than a procedural view of turnover. They also failed to include important variables that 
influence the turnover process (Morrell et al., 2001). Some theorists asserted, that March and 
Simon’s model has overly influenced further studies about employee turnover and that their 
success may have constrained other aspects (Lee and Mitchell, 1999). 
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Fig. 2.3 Simplified Version of March and Simon’s Model (Morrell et al., 2001) 
2.2.4.9 Mobley’s Model 
The employee turnover decision process by Mobley (1977) has shaped the course of 
turnover studies for the past decade. He pioneered an extensive explanation for the psychological 
turnover process. Mobley’s model is based on several former preceding studies, for instance 
March and Simon’s theory (1958) about ease and desirability of work concept and Porter and 
Steer’s model (1973) of met-expectation and intent to leave. The model is heuristic rather than 
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descriptive (Mobley, 1977).A schematic representation of the turnover decision process is 
illustrated in Figure 5. The termination decision process can be described as a sequence of 
cognitive stages starting with the process of evaluating the existent job followed by the emotional 
state of satisfaction or dissatisfaction. One consequence of dissatisfaction is to initiate thought of 
quitting. The next step is the evaluation of the expected utility of search (desirability of possible 
alternatives travel or lost work time) and of the cost of quitting (e.g. loss of vested benefits). If 
perceived possibility of finding an alternative is available and if the costs are not that high, the 
next step would be behavioral intention to search for alternatives followed by an actual search. If 
alternatives are existent, then an evaluation of alternatives will proceed. Afterwards a comparison 
of the present job to alternatives will follow. If the comparison favors the alternative, then 
behavioral intention to quit will be stimulated, followed by the final decision to quit. (Mobley, 
1977:) Other later studies extended Mobley’s model by including other variables, such as 
organizational commitment (e.g. Kim et al., 1996) or examined factors that affect job satisfaction 
more precisely (Price &Mueller, 1981). 
Mobley’s model features frail on empirical evidence for the conceptual differentiation 
among his explanatory constructs (Hom and Griffeth, 1991: p. 350). Subsequent models enhanced 
Mobley’s construct. One of the established theoretical alternatives was Hom et al.’s model in 
1984 (Hom & Griffeth, 1991). They argued that Mobley’s theory had a lack of empirical evidence 
for the conceptual distinction among his explanatory constructs. However, their findings to some 
extent showed a similar possible intermediate step in the turnover process, yet a major distinction 
exists. Their study resulted that the “Intention to Quit” takes place before an “Intention to 
Search”. 
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Fig. 2.4 Mobley’s Employee Turnover Decision Process Model 
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2.2.4.10 Sheridan and Abelson’s Model 1983 
One established model is called the “cusp-catastrophe” model and has been developed by 
Sheridan and Abelson (1983) to explain job turnover of nursing employees. Compared to the prior 
models it offers a more complex illustration of the turnover process (see Figure). Sheridan and 
Abelson based their work on the mathematical Catastrophe theory, which considers the dynamic 
withdrawal process that occurs over time and a discontinuous change from retention to 
termination (Morrell et al., 2001). 
The model has three main characteristics. Firstly, the withdrawal behavior is a 
discontinuous variable with abrupt changes, which is characterized with a “delay rule”. According 
to this, an employee attempts to retain in employment as long as possible. If the employee feels 
that he cannot stay any longer, due to job dissatisfaction or stress, then he will abruptly change 
from retention to termination. Secondly, characteristic is the presence of the hysteresis zone of 
behavior for some values of the control factors and is being described as the fold in the behavioral 
surface. The trace of the fold can be seen on the control surface and is named as the bifurcation 
plane. It represents a state of disequilibrium for employees, in which they are about to change 
from retention to termination. Thirdly, the divergence of behavior occurs on opposite sides of the 
bifurcation plane. As employees approach the bifurcation plane, very small changes in the control 
variables, such as job tension or stress, can result in discontinuous changes from retention to 
termination. (Sheridan & Abelson, 1983) 
One crucial limitation of this study assumes linear and continuous relationships between 
the listed factors and turnover. It fails to reflect the threshold nature of the phenomenon (Morrell 
et al., 2001). However, Sheridan and Abelson’s model offered two fundamental contributions to 
the turnover research. First they recognized the discontinuous dynamic characteristic of turnover 
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and second because of its provocative divergence from traditional view of the turnover process it 
indicates another direction for future research (Morrell et al., 2001). 
 
Fig. 2.5 Sheridan and Abelson’s Cusp-Catastrophe Model, (Sheridan&Abelson, 1983, in Morell 
et al., 2001) 
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2.2.4.11 Price and Mueller’s Model 
Price and Mueller’s model from 1986 analyzes the causal determinants of turnover 
(Morrell et al., 2001). Determinants of voluntary turnover are based on empirical research 
conducted that has been since 1972 at the University of Iowa. Compared to March and Simon’s 
framework this model offers a comprehensive list of determinants, such as generic factors like job 
satisfaction. 
Turnover is interpreted as the result of a decision process (Morrell et al., 2001). 
Exogenous variables, which are independent from the states of other variables in the model, are 
subdivided into three major groups: Environmental (Opportunity and kinship responsibilities), 
individual (General training) and structural (Routinization) groups (Price, 2001). Endogenous 
variables which values are determined by the states of other variables in the model 
(www.personal.umd.umich.edu) are job satisfaction, organizational commitment and intent to 
leave. Several unidirectional causal relationships with the dependent variable turnover are 
illustrated in Figure below. In the meantime, Price and Mueller enhanced their model by adding 
other exogenous (social support) and endogenous (search behavior) variables in their construct 
(Price, 2001). 
Nevertheless, this model also shows some limitations. There is a lack of fundamental 
theory of behavior or action,thus this limits an adequate explanation for the turnover process. The 
sample featured a lack of occupational heterogeneity, since they conducted their tests mostly on 
middle class jobs, such as nurses or teachers. They also failed to investigate interaction effects 
regarding the determinants of turnover (Morrell et al., 2001). 
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Fig. 2.6 Price and Mueller’s Causal Model, (Price&Mueller, 1986 in Morrell et al., 2001) 
2.2.4.12 Lee and Mitchell’s Model 1994 
The model by Lee and Mitchell established in 1994 describes different psychological 
paths that employees take when leaving organizations. It resulted that many people quit their jobs 
not only due to negative effects (job dissatisfaction), but because of the variety of particular 
jarring events, identified as “shocks” (unsolicited job offer, changes in martial state or firm 
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mergers). The authors argued that most people follow one of four psychological and behavioral 
paths when leaving. Major components (shocks, scripts, image violations, satisfaction and job 
search) were used to categorize leavers into one of the four paths (Lee and Mitchell, 1994). 
Figure above depicts the unfolding model’s four theorized paths. Path 1 describes how a 
shock can trigger the enactment of a script. This script details a plan of action and can be based on 
past experience, observation of the experience of others or social expectations. The employee 
quits without considering other job alternatives. Moreover, job satisfaction seems to be irrelevant 
in the decision process in path 1. In path 2, a shock initiates an employee to reconsider his 
attachment to the organization, since image violations are perceived by the employee. Image 
violations occur when an individual's values, goals, and strategies for goal attainment do not fit 
with those of the employing organization or those implied by the shock. The person leaves 
without searching for other alternatives. In path 3, a shock generates an image violation. 
Consequently this induces a person’s evaluation of the current job and several alternatives. 
In path 4, the precipitator is job satisfaction. Some employees who experience job dissatisfaction 
simply leave without having other alternatives (Path 4a), while other dissatisfied workers quit 
only after searching and evaluating other jobs (Path 4b) (Lee&Mitchell, 1999). Path 4b represents 
the turnover process suggested by many theorists. The other paths suggest processes that have not 
been discussed in the literature before. The unfolding model is a “contemporary example of an 
account which represents a break from the established paradigm” (Morell, 2001). However, this 
model still features some unexplainable paths, which should be examined in order to understand 
the turnover process as a whole. 
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Figure 2.7: Lee and Mitchell’s Unfolding Model, (1999) 
Lee and Mitchell’s Unfolding Model, (1999)indicates that the route is not classifiable and 
that it represents a theory falsification—a way in which an individual could leave an organization 
that would not be part of one of the model's paths (Lee and Mitchell, 1999) 
After discussing five established models, there is an indication that none of the described 
models offered an adequate explanation for the turnover process. It has to be emphasized that due 
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to the high complexity of the concept a general turnover process model still not exists. In spite of 
extensive studies on turnover in organization, there is yet no universally acknowledged 
framework for understanding why employees choose to leave (Lee and Mitchell, 1999). Although 
there is no standard model for understanding voluntary turnover process as a whole, a wide range 
of variables have been found useful when it comes to interpreting employee turnover. Therefore 
understanding the reasons for turnover intent can be also explained by outlining the impact of 
various factors. 
The concept of this research project is mainly based on the employee’s satisfaction theory 
in human research perspective. To align with the research project, it will be adjusted according to 
the banking industry in Nigeria. From the previous researches, a positive relationship is expected 
to exist between independent variable (Job insecurity, work overload, work-family conflict), with 
the dependent variable (Turnover intention). 
 
 
 
 
 
Fig. 2.8 Theoretical Model of the Study 
Work –family conflict mediating workoverload and job insecurity in turnover intention among 
bank employees in Benue state. 
The above diagram depicts the conceptual framework of this thesis. The intermediations of the 
independent variables are represented in the model in Fig. 2.8 predicting turnover intention which 
is the dependent variable.  
Work Overload 
Job Insecurity 
Work-family 
Conflict 
Turnover 
Intention 
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2.3 Empirical Review 
Studies on job insecurity, work overload, work family conflict and turnover intention that are 
done by other scholars are reviewed here, studies done by other scholars in relation to the 
variables under consideration. 
2.3. Job Insecurity and Turnover Intention  
Benjamin, Femi and Waleed (2004) conducted a study on perceived job insecurity, sex 
and age as predictors of turnover intentions among Employees of Merged Banks in Lagos. A total 
number of two hundred and sixty-six (266) participants were drawn as participants using 
accidental sampling technique. Of this sample, one hundred and fifty six (156), 58.6% were male, 
one hundred and ten (110), 41.4% were female, one hundred and sixty (160) were aged between 
18-35 (0.2%) hence referred to as younger employees, while one hundred and six of the 
participants (106), (39.8%) were aged between 36-60 hence referred to as older employees, the 
mean age of participants was 37years. Two hypotheses were formulated and tested. The first and 
second hypotheses predicted that “There would be significant main and interaction influence of 
threat and powerlessness sub-scales of perceived job insecurity,on turnover intention among 
employees of merged banks” and “There would be significant main and interaction influence of 
employees’ age and gender on turnover intention among employees of merged banks”. 2x2 
Analysis of variance (ANOVA) was used to analyse the data. The results of the findings 
supported the first hypothesis, threat, powerlessness sub-scales of perceived job insecurity had 
main and interaction influence on turnover intention (F(1,265) = 12.189;P<.05;F(1,265) = 
4.255;P<.05; F(1,265) = 5.317; P<.05). Thus, confirming the stated hypothesis. Partially the result 
also support the second hypothesis, age had a main influence on turnover intention, while gender 
and interaction influence was not significant (F (1,265) = .230;P>.05; F(1,265) = .694;P>.05; 
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F(1,265) = 6.897; P<.05). Thus, partially confirming the stated hypothesis, the findings of which 
are discussed below.The results indicated that there was main and interactive influence of threat 
and powerlessness sub-scales of perceived job insecurity on turnover intention.  
Davy, Kinicki and Scheck (1997) also noted that perceived job insecurity concerning 
one’s future role in the organization may also make employee less inclined to remain with the 
organization. In practical sense, when people are not sure of their future role in an organization 
they started searching for another job, so that they would not be out of labour market for a long 
period of time. Likewise, when employee perceive any threat to the existence of their job or any 
aspect of the job, the search for alternative begins, this may account for constant movement of 
employees from one bank to another, particularly during merger. In other words, employees who 
experience threat and powerlessness over his/her job would be motivated to look for job 
elsewhere, hence the higher the threat and powerlessness over one’s job security, the higher the 
intent to search for a new job.  
Ismail (2015) conducted a study on job insecurity, Burnout and Intention to Quit. The 
study examined the impact of job insecurity on intention to quit among Syrian private banks 
employees. Data for the study were collected from both primary and secondary sources. 
Secondary data were collected through comprehensive literature review. The primary data were 
collected from private banks in Syria. A total sample of 172 employees was selected from 
banking sector. Questionnaire related to the study variables was the main tool of the study. The 
questionnaire includes four sections: job insecurity, burnout, intention to quit and basic 
demographic information. Apart from basic demographic information, a 5-point Likert scale 
format was used, and the scores on the scale ranges from 1=Strongly Disagree to 5= Strongly 
Agree. Job Insecurity Scale (JIS): Job insecurity was measured using four items taken from the 
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study by De Witte (De Witte, 2000). The scale reported reliability for 0.820. The research 
findings indicate that there is a significant positive impact of job insecurity on both job burnout 
and intention to quit.  
Staufenbiel and Konig (2010) investigated the effects of job insecurity on four 
organizationally important outcomes: in-role behaviour, organizational citizenship behaviour, 
turnover intention, and absenteeism. A model was tested in which job insecurity was 
simultaneously a hindrance and a challenge stressor. In particular, job insecurity was proposed to 
have a predominantly harmful effect on performance, turnover intention and absenteeism, and it is 
argued that these effects are mediated by (reduced) work attitudes.  Job insecurity was assumed to 
affect these behaviours in the opposite way (i.e., a suppressor effect) because job insecurity might 
motivate employees to make themselves more valuable to the organization by working harder and 
being less absent. The model was tested with a sample of 136 German nonmanagerial employees. 
Data from supervisors (i.e., in-role behaviour and organizational citizenship behaviour), the 
company’s personnel’s files (i.e., absenteeism) and self-reports (i.e., job insecurity, work 
attitudes, turnover intention, in-role behaviour, and organizational citizenship behaviour) were 
used. Structural equation modelling showed that a model that included both negative and positive 
effects fitted the data best. The negative effect was stronger than the positive effect.  
Suppayah (2010) also has his own contribution. He investigated on the effects of job 
insecurity on job satisfaction, organizational commitment and turnover intentions. In the study, 
job insecurity was adapted as the fundamental model and extended by introduction of other 
variables. Data were collected with a self-administered questionnaire from 110 respondents. 
Multiple regression analyses were performed to test the hypotheses posited in this study. The 
findings indicated that job insecurity has concurred with previous findings when it comes to job 
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satisfaction and organization commitment but it has relatively flourished a new ideology when it 
came to turnover intentions. The findings also found that there is no significance between the total 
job dimensions of job insecurity towards turnover intention. Understanding the difference in 
result which due to the change in the trend of thinking from the sampled population, it provides 
better insights to what has transpired as results to organisations who are planning to practice 
downsizing during the recession.  
Deddy (2015) did a study on the importance of employee engagement and its relationship 
to employee intent to quit which moderated by job insecurity on employees frontline state bank in 
Bandung City Indonesia. The method used is explanatory survey method that this study took a 
sample of the population with a questionnaire and interview techniques as the primary means of 
data collection. The participants of the study that were also as the unit of analysis in this study 
were the frontline employees (teller and customer service) that serve the general customers.Where 
the position is vulnerable to employee turnover, whereas they are the spearhead or the forefront 
(frontline) that connects to the customer’s bank (the customer). A randomly selected sample of 4 
banks was used in this study. A total of 270 respondents participated. Data were analysed using 
Smart PLS 2.0. The linear regression analysis indicated there was a significant, strong, and 
negative linear relationship between employee engagement levels of employee intent to quit rate. 
The results of this research promote employee engagement is a significant negative effect 
amounted 41,42% of the intention to quit, while the variable job insecurity is not proven 
significantly. The conclusion from this study is that the employee engagement give significant 
influence on the intention to quit and variable job insecurity is not a variable moderation.  
Hassan (2013) examines the impact of job insecurity on intention to quit among Syrian 
private banks employees. Moreover, the mediating role of burnout in the relationship between job 
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insecurity and intention to quit is investigated. A total sample of 172 employees is selected. The 
research finding indicates that there is a significant positive impact of job insecurity on both job 
burnout and intention to quit. Additionally, increased levels of burnout significantly affect 
intention to quit. Finally, the relationship between job insecurity and intention to quit is fully 
mediate by burnout.  
Owolabi and Babalola(2011) examines the effect of perceived inequality and perceived 
job insecurity on fraudulent intent of bank employees in Nigeria. A total of 170 participants were 
used for the study. They were selected from five branches of commercial banks in Ado-Ekiti, 
Ekiti state, Nigeria. Perceived inequality was measured using the perceived inequality in work 
scale (Corey and Keyes, 1998), while perceived job insecurity was measured using the job 
insecurity scale (Ashford et al., 1980). Fraudulent intent was measured using a self-developed 
scale. Results reveal that perceived inequality and perceived job insecurity have a significant 
effect on employee fraudulent intent. 
Ojedokun (2008) examined the relationships between perceived job insecurity, job 
satisfaction and intention to quit among employees of selected banks in Nigeria. A total of two 
hundred and nine (n = 209) randomly selected employees of Guaranty Trust Bank, Oceanic 
International Bank, Zenith Bank, First Bank of Nigeria, Union Bank of Nigeria and United Bank 
of Africa participated in the study. They comprised of 100 (47.85%) males and 109 (52.15 %) 
females. Their ages ranged from 22 to 49 years with a mean of 29.11 years and SD of 6.43. The 
researcher adopted an Ex-post facto design and relevant information was collected using a 
questionnaire that measured job satisfaction, organizational commitment and intention to quit. 
One hypothesis was tested using multiple regression statistical analysis. The result revealed a 
significant joint influence of perceived job insecurity, job satisfaction, gender, age, marital status, 
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working experience and educational qualification on intention to quit of bank employees 
[R2=0.27; F (6, 202)=23.64; P<. 001]. Other results showed that perceived job insecurity (β =. 30; 
t=-9.35; P<. 001), job satisfaction (β =-.20; t =-5.60; P<. 01), gender (β=. 05; t=1.37; p.n.s), age 
(β =-.13; t =-3.20; P<. 05), marital status (β=-.12; t=-3.08; P<. 05) working experience (β =. 10; t 
=2.43; P<. 05) and educational qualification (β =. 11; t =2.56; P<. 05) all contributed 
independently to intention to quit of bank employees. Conclusively, findings of this study 
established that perceived job insecurity and job satisfaction exert significant influences on 
intention to quit among bank employees. That is, higher levels of perceived job insecurity is 
associated with high levels of intention to quit while higher levels of job satisfaction is related to 
low levels of intention to quit. These findings point to the direction that organizational 
practitioners, training and development department of various banks and other organizational 
stakeholders should assess employees' levels of perceived job insecurity and job satisfaction 
before designing intervention strategies that will reduce employees' intention to quit. 
Ezeh,, Etodike,  and Ike (2017)  examined Employee Turnover Intention: a predictive 
study of organizational Politics, leader-member-exchange and job insecurity in participants 
comprised of 453 workers; 204 males and 249 females selected randomly from the banking 
sector. The age of the participants ranged from 25 years to 43 years with a mean age of 37.74 
years and standard deviation of 3.08. The participants were selected through a simple random 
sampling whereas the banks were selected through a systematic technique. Employee Turnover 
Intentions developed by Paille, Grima & Bernardeau, (2013), Perceptions of Organizational 
Politics Scale (POPS) developed by Kacmar & Ferris in (1991), Leader-member exchange (LMX) 
developed by Liden &Maslyn, (1998) and Job Insecurity Scale by Hellgren, Sverke, & Issakson, 
(1999) collection. Predictive design and multiple linear regressions analysis were the design and 
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statistics employed in analyzing the data. Data analyzed confirmed that only organizational 
politics and job insecurity predicted employee turnover intention among employees in the 
banking industry at β (1, 453) = .127*, p < .05 and β (1, 453) = .139*, p < .05 respectively. In 
view of the nature of job mobility in the banking industry, it is recommended th sentiments which 
fuel the current politics in the industry be checked through management by objectives. It is also 
recommended that the banking sector should down play the high prevalence rate of contract 
staffing which increases job insecurity turnover intentions.  
2.3.2 Work Overload and Turnover Intention  
Similarly Qureshi, Afrif, Lodhi, Naseem and Zaman (2012) studied Job Stress, Workload, 
and Environment and Employees Turnover intentions: Destiny or Choice. The focus of the study 
was to find out the relationship among job stressor, workload, and work place environment and 
employee turnover intentions. A random sample of 250 employees from textile industry of 
Paskistan was selected. Total 109 employees responded and filled the questionnaire, with a 
response rate of 44%. Structural modelling was used for empirical analysis of data using AMOS 
18 software. Results reveal that employee turnover intentions are positively related with job 
stressor and work load. While negative relationship with work place environment is reported. 
Regressions estimates of job stressor and turnover intention was 0.62, which indicates the positive 
association of both variable, p values less than 0.05 shows the significance of relationship. The 
work environment and turn over intentions were negatively associated with each other and 
estimated value was -0.79 which shows good working conditions can reduce employee turnover 
intentions. P value indicates the significance of relationship.  
Rainaijee (2012) examined the relationship among the work life imbalance, work 
overload, and turnover intentions of bank employees. To test the relationship among the variables, 
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data were collected from 130 employees working in J&K Bank. Correlation and regression were 
used to test the hypothesis and the results revealed that turnover intentions share a positive 
relationship with work overload and work life imbalance. This relationship creates a desire to 
leave the job. The study concludes that all organisations need to adopt those very work load and 
work life policies and practices whereby the opportunity cost of leaving a job for an employee 
becomes too high. Managerial implications and directions for future research also have been 
discussed. 
Salehudin (2013) analysed how work overload influences turnover intentions of newly 
hired junior auditors in public accounting offices. Job satisfaction, work related stress and work 
family conflicts are used as mediating variables between work overload and turnover intention. 
This study employed 141 auditors from several accounting firms operating in the Greater Jakarta 
region. The sample was selected using purposive sampling. Three mediation hypotheses were 
tested using Structural Equation Modelling (SEM). The results show that work overload has a 
significant prediction on increasing turnover intention through both job satisfaction and work 
related stress 
Rainayee (2013) also conducted a study that examines the relationship among the work 
life imbalance, work overload, and turnover intentions of bank employees. To test the relationship 
among the variables, data were collected from 130 employees working in J&K Bank. Results 
have been analysed with the help of summary statistics correlation and regression. Results reveal 
that turnover intentions share a positive relationship with work overload and work life imbalance. 
This relationship creates a desire to leave the job. The study concludes that all organisations need 
to adopt those very work load and work life policies and practices whereby the opportunity cost 
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of leaving a job for an employee becomes too high. Managerial implications and directions for 
future research also have been discussed.   
 Javed,  Khan ,  Yasir , Aamir  and Ahmed (2014)  conducted a study to examine the 
impact of work overload and work life balance on turnover intention. Work overload and work 
life balance are the independent variables while turnover intention is the dependent variable. 
Private sector banks of Pakistan have been selected as the target population and statistical analysis 
applied through SPSS and AMOS revealed that work overload and work life balance have a 
positive and significant relationship with turnover intention. This study may prove to be a very 
productive one for private sector banks of Pakistan as on the basis of its findings employee 
turnover can be reduced. 
Jones, Chonko, Rangarajan, and Roberts (2007) found that work overload had a negative 
effect on job satisfaction, a negative effect on organizational commitment, and led to an increase 
in turnover intent. . 
2.3.3   Family Work Conflict and turnover intention 
Ghayyur and Jamal (2014), researched on work-family conflicts in relationship with 
turnover intention. It was found that work-family conflicts exist and possess positive relationship 
towards turnover intention. Purposive random sampling and time tested research questionnaire 
were used for the study followed. Total number of 310 research questionnaire distribution out of 
them 200 respondents recorded their responses with response rate 64.145%. Work to family 
conflict impact towards turnover intention recorded 0.251 and family to work conflict on turnover 
intention found 0.290. Correlation between work to family conflict and turnover intentions found 
0.429** and family to work conflicts with turnover intention found 0.570**. ANOVA model 
found satisfactory and R Square found 36% the variation in turnover intention causes by work to 
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family conflict. R square found 45% the variation in turnover intention causes by family to work 
conflict. Work-family conflicts influence employees’ turnover intention in both banking industry. 
Sadin, Sondoh and Balanting (2015) examined the relationship between work-family 
conflict and intention to quit among employees of 5-star hotels in the surrounding area of Kota 
Kinabalu, Sabah.A total of 138 respondents collected for the statistical data requirement through 
questionnaires form to targeted respondents. Bootstrapping was conducted and data collected 
showed the result of mediating effects between work-family conflict and intention to quit. 
However, it was found that most of the direct relationships between the researched variables were 
significantly supported. Convergent validity, discriminate validity, and hypothesis testing was 
conducted in matter to examine and justify the findings.  
Haar (2012) did a study of 100 New Zealand local government employees tested work-
family conflict as a predictor of turnover intention, and explored the moderator effects of 
perceived work-family support, which measures the extent employees see their employer 
providing policies and programmes supportive of families. Direct associations were found 
between two types of conflict (work-family and work-family) and turnover intention. However, 
perceived work-family support held no significant interaction effects. Hence, employee 
perceptions of how supportive their employer is towards work-family aspects had no effect on 
whether employees are encouraged to leave their organization when conflict levels from the home 
and office increase. Implications are that conflict from the office and home does increase turnover 
intentions, and that perceived work-family support has little effect on these relationships. 
 Frye and Breaugh (2004) conducted a research and test a model for work-family conflict 
and work-family conflict with independent variables (family-friendly policies, supervisor support, 
number of hours worked, having childcare responsibilities) and dependent variable (job and 
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family satisfaction). They found that childcare responsibilities and supervisors support were 
related to work-family conflict. Work-family conflict was found to be related to both job and 
family satisfaction. Childcare responsibilities interrupted working schedules hence leads to 
increased likelihood of work-life conflict. 
 Alsam, Imran, Anwar, Hameed and Atifkafayat (2013) conducted a study on the impact 
of Work Family Conflict on Turnover Intentions: An Empirical Evidence from Pakistan. The 
main motive of the research was to examine the effect of work family conflict and family work 
conflict on turnover intention. A purposive sampling technique was used with sample N 250 
respondents from banking sector of Pakistan was selected for the study. SEM was used to analyze 
the data. Results reveal a positive and significant impact of work family conflict and family work 
conflict on turnover intention.  
 Ghayyurand Jamal (2012) examined Work-Family Conflicts: A Case of Employees’ 
Turnover Intention. The research study inquired the work-family conflicts in relationship towards 
turnover intention. The research study was examined with the help of purposive random sampling 
and time tested research questionnaire were followed. Total number of 310 research questionnaire 
distribution out of them 200 respondents recorded their responses with response rate 64.145%. 
Work to family conflict impact towards turnover intention recorded 0.251 and family to work 
conflict on turnover intention found 0.290. Correlation between work to family conflict and 
turnover intentions found 0.429** and family to work conflicts with turnover intention found 
0.570**. ANOVA model found satisfactory and R Square found 36% the variation in turnover 
intention causes by work to family conflict. R square found 45% the variation in turnover 
intention causes by family to work conflict. Work-family conflicts were found to influence 
employees’ turnover intention in both banking and pharmaceutical organizations.  
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 Erkmen and Esen (2014) in their study on work-family, family work conflict and turnover 
intentions among the representatives of insurance agencies found family work conflict to have 
effect on turnover intentions. The purpose of the study was to examine within 95 representatives 
of insurance agencies the effects of work-family conflict (WFC) on turnover intentions. The main 
hypothesis reflects that employees experiencing high levels of WFC are likely to quit the job. 
Data were collected using a 18-item questionnaire via e-mail containing a link to the online 
Internet Survey Instrument to the representative of insurance agencies. The questionnaire was 
constructed to assess 2 variables (WFC, and turnover intentions) and demographic characteristics 
as position, age, gender, and total tenure, tenure at current job, marital status, and income state of 
spouse, education level, number and ages of children. Results indicated a highest correlation 
between work-family conflict and family work conflict   (r=,508). It was followed by the 
correlation between family work conflict and turnover intention (r=,290). Work-family conflict 
was also correlated with turnover intention (r=, 284) with the family responsibilities emerging as 
the stronger predictor of turnover intentions.  
 Long, Azami, Kowang and Fei (2016) had an analysis on the relationship between work 
family conflict and turnover intention: a case study in a manufacturing company in Malaysia. The 
aim of the study was to find the relationship between work family conflict and turnover intention. 
The study employed quantitative approach. The analysis of primary sources drawn from the 
results of a survey exercises where questionnaires were given by researchers to target samples that 
serve at a manufacturing company. The name of the company was not disclosed as requested by 
the organization management team. Therefore, in the study, a Pseudo name (XYZ) was used to 
represent the company. The study sample consists of employees at XYZ. Determination of sample 
size for the study conducted by researchers organized the data acquisition survey sample was 
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taken using a convenience sampling method regardless of demographic. Based on the sampling 
method, a total of 160 employees was selected as samples from total of 850 employees. Out of 
160 samples, a total of 120 valid questionnaires were obtained. Therefore the response rate was 
75%. The relationship between the factors of work-family conflict (social support, job 
satisfaction, family support and child care) and turnover intention was analysedusing Pearson’s 
correlation which showed that job satisfaction and children care had significant correlation with 
turnover intention (r= -0.437, p<0.01). Child care also had significant correlation with turnover 
intention (r = -0.319, p<0.01). There was no significant relationship between other factors (social 
support and family support) and turnover intention. The results show that time to involvement in 
child care activities will influence the turnover intention in the organization.  
Haar (2004) also conducted a study on work-family conflict and turnover intention: 
exploring the moderation effects of perceived work-family conflict. Data for the study were 
collected from a local government organization in New Zealand, with employees spread around a 
medium size, New Zealand city. A total of 100 participants were used in the study and 
questionnaires were used for data collection. The results of the study based on analysis 
usingPearson’s correlation indicated that turnover intentions were significantly correlated with 
work-family conflict (r=.27, P<.01), but not with work-family conflict (r=.70, P<.01), and hours 
worked (r = 23, P<.05). Furthermore, hierarchical regressions showed that: work family was 
significantly associated with turnover intention (β = .49, P<.001) and accounted for 22% (p<.001) 
of the turnover intention variance. Likewise, family work conflicts was significantly related to 
turnover intention (β = .30, P<0.05), although it accounted for a more modest 8% (P<.05) of the 
turnover intention variance.  
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Sharah and Shahronh did a study to investigate whether work-family conflict (WFC) 
experienced by the employee also affects the turnover intention of a co-worker. They predicted 
that the employee’s WFC has an effect on the co-worker’s turnover intention through the 
crossover of positive and negative work attitudes. Using a sample of 154 co-worker dyads, they 
found that the employee WFC was positively related to co-worker turnover intention through the 
crossover of (reduced) work engagement.  
Ajaz, Mehmood and Kashif (2015) did a study to explore the turnover intentions of female 
employees in the commercial banks of Faisalabad, Pakistan. Intent to quit (ITQ) has been tested 
empirically for its association with work-to-family conflict (WFC) and family-to-work conflict 
(FWC). The study is important in a sense that for the first time the quit intentions of female 
bankers have been identified. Data is collected from the female employees of six commercial 
banks of Faisalabad region. A total of 230 questionnaire were distributed out of which 200 
returned, representing response rate of 87%. The analysis proved that intent-to-quit is positively 
and significantly associated with work-to-family conflict and family-to-work conflict. The study 
has also proposed some valuable recommendations for HR managers and police makers to retain 
female workers in banks.  
Aslam, Shumaila, Azhar and Sadaqat(2011)investigated the relationship between work 
family conflict (WFC), family work conflict (WFC) and turnover intentions of employees in three 
public and three private sector organizations from services sector of Pakistan is investigated. This 
study is based on primary data. SPSS is used to investigate the data with the help of descriptive 
and regression analysis. This study found positive but insignificant relationship between work-
family conflict (WFC), work-family conflict (WFC) and turnover intention of employees. Both 
public and private sector employees are neutral regarding these variables. 
109 
 
Moa-liberty, Adegboyega and Babatunde 2015 did a study on socio-demographic 
variables alongside work-family conflict as predictors of turnover intention among Nigerian 
bankers. It adopts expost facto design involving two hundred and fifty (250) participants 
purposively selected across branches of five banks in Lagos. There were 149 (59.6%) female and 
101 (40.4%) male with their age ranging from 23-55years (m = 42.6, sd = 13.9). A questionnaire 
comprising three sections was used to gather data from the participants. The multiple regression 
analysis significantly showed that age, sex, marital status and educational qualification jointly and 
independently accounted for turnover intention (R2 = 0.387; F = 38.65; P< 0.05). The 
independent t-test equally showed a significant influence of work-family conflict on turnover 
intention (t (2,248) = 4.14; p<0.05). Recommendations laid emphasis on the need for banking 
industry to put in place organizational supportive programmes that could cushion the effects of 
conflicts that bankers encounter in the encounter in the course of combining family life with 
work.  
2.4   Summary of literature review 
 Literature review has been categorised in three main headings viz: conceptual review, 
theoretical and empirical review. Under conceptual review variables under study are reviewed 
conceptually that is job insecurity, work overload, family work conflict and turnover intention. 
Theories reviewed under the study variables are Maslow’s Theory of Hierarchy of Need, job 
characteristics model, effort reward imbalance model, job demand resources theory, Boundary 
theory, border theory, social exchange theory, human capital theory, search theory, matching 
theory, equity theory and organisational equilibrium theory. Model relating to the study were also 
reviewed. 
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 Empirical literatures on job insecurity, work overload and family work conflict viz-a- viz 
turnover intention was reported to be overwhelming. In addition, the researcher conceptualised a 
theoretical model for the study which was illustrated with the use of a rectangular boxes to depict 
all the predictor variables on turnover intention which is the criterion of the study. 
2.4  Hypotheses 
1. Perceived Job insecurity will significantly predict turnover intention amongbank 
employees in Benue State. 
2. Perceived work overload will significantly predictturnover intention among bank 
employees in Benue State. 
3. Perceived work family conflict will significantly influence turnover among bank 
employees in Benue State. 
4. Perceived Job insecurity, work overload and work family conflict will significantly predict 
turnover intention among bank employees in Benue State. 
 
 
 
 
 
 
 
 
 
 
 
111 
 
 
 
CHAPTER THREE 
METHOD 
 This chapter presents the methods the researcher used in carrying out the study. 
Specifically, it provides detail description of the design, setting, data required, participants and 
sample size and sampling procedure. It also presents information on instrument of data collection, 
procedure of instrument of data collection and data analysis. 
3.1 Design  
 The study employeda cross-sectional survey design.In this type of research study, either 
the entire population or a subset thereof is selected, and from these individuals, data are collected 
to help answer research questions of interest. It is called cross-sectional because the information 
about X and Y that is gathered represents what is going on at only one point in time. This is a 
research design used for at one point in time or over a short period of time. It is used in collecting 
data from large number of participants. In a cross-sectional study, the current or historical status 
of employees is evaluated and examined in relation to some current or past exposure. The design 
is most suitable for this research as it allows the researcher to sample a large number of 
respondents, collect data from them using questionnaire and make inferences about job insecurity, 
work overload, and family work-conflict and how these factors influence employee turnover 
intention in the Banking sector in Benue State, Nigeria. 
3.2 Setting 
 The study covers all the banks operational in Benue State. These banks include: First bank 
Plc., United Bank of Africa, Zenith  Bank, Fidelity bank, Access Bank, Diamond bank, Union 
112 
 
Bank, Guarantee Trust Bank, Sterling Bank, First City Monument Bank Unity, Sky bank and Eco 
Bank. Most of these banks are in the three senatorial districts, namely: North-East Senatorial 
district (Zone A), North-West Senatorial district (Zone B) and Benue South Senatorial district 
(Zone C). 
 The local government areas in the above mentioned senatorial districts with atleast one 
commercial Bank operational includes the following: Katsina-Ala, Ukum, Vandeikya and Logo in 
North-East Senatorial district; Makurdi, Gwer-West, Gboko, in North-West Senatorial district; 
and Otukpo, Oju, Ogbadigbo, Ado, and Okpokwu in Benue South senatorial district. 
3.3 Participants 
 The participants of this study comprises of operational staff within the banking sector such 
as cahiers, marketers, customer care service providers, and management staff within the banking 
sector. Participants will comprise of both male and female workers in commercial banks. 
The results revealed that age of participants is within the range of 20-50 years with average age of 
32years. Age breakdown shows that 40% of the participants ware within the age range of between 
20 and 30years, 54.2% were between the age ranges of 31-40years, while 5.8% were within the 
age range of 41 to 50years. The findings on age shows that majority of the participants were 
within the age range of 31-40years and a reflection of the age range of bank employees. The sex 
of the participants from the analysis revealed that male were 195 representing 56% of the 
respondents while female were 153 percipients representing 44.4% of the respondents; implying 
that male Bank employees participated more in the study than their female counterparts. The 
marital status of the participants indicates that 109 respondents representing 30.7% were single, 
236 participants representing 66.5% of the respondents are married, 9 (2.5%) participants were 
separated, while 1 participant representing >1% were divorced. The analysis shows that majority 
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of the participants are married. From the analysis, the duration of service of participants is 
between 1 and 30years with average period of 6years of service in the banking sector. A 
breakdown shows that 321 participant representing 88.2% of the respondents stayed in the 
banking sector between 1 and 10years, 35 participants representing 9.6% have stayed in the 
banking sector between 11 and 20years, while 8 participants representing 2.2% of the respondents 
have stayed for 21-30years. 
3.4 Sampling    
 This section presents a detail description of the sample size estimation, and sampling 
technique used in selecting the participants. 
3.4.1 Sample size Determination 
 The sample size for this study is determined in two stages: The first stage is selection of 
bank types and branches; it deals with the sample size for the banks and their branches, while the 
second stage deals with the sample size from the commercial banks operating in Benue State. 
The researcher used Hanlon and Larget (2011) Formula to determine the sample size of 
600 participants for the study because, the number of banks employees in selected bank branches 
in the study area is unknown Hanlon and Larget (2011) formula for calculating sample size where 
population is unknown is stated thus: 
  n =  (Z) (P) 2  - 4 
             M  
 Where 
  n = the required sample size 
  Z = the alpha level at 95% significant level which is 1.96 
  P = the level of precision (0.05) 
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  M= the desired margin of error (0.05) 
  4 = constant 
 
 
 n = (1.96) (0.05)  2- 4 
   0.05 
   = 400 
 
3.4.2 Sampling 
 The researcher used a multi-stage sampling procedure. In the first stage, random sampling 
technique was used in selecting the bank type and their branches in the three senatorial districts.  
All the three senatorial district which include: North-East Senatorial district (Zone A), North-
West Senatorial district (Zone B) and Benue South Senatorial district (Zone C) were considered 
for the study. The local government areas in the above mentioned senatorial districts with atleast 
one commercial Bank operational includes the following: Katsina-Ala, Ukum, Vandeikya and 
Logo in North-East Senatorial district; Makurdi, Gwer-West, Gboko, in North-West Senatorial 
district; and Otukpo, Oju, Ogbadigbo, Ado, and Okpokwu in Benue South senatorial district. 
Random sampling technique was used to select the bank type.The names of the entire 
bank types were written on paper, mixed thoroughly, then six (6) were picked without 
replacement. The selected bank types include: United Bank of Africa, First bank, Zenith bank, 
Fidelity bank, and Access Bank. In this case, every name had an equal chance of being picked. 
Two branches of the six selected bank types were randomly selected in each of the senatorial 
districts in the area. 
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In selecting the bank branches, purposive sampling technique was to select a bank branch 
for each of the selected bank type. The following banks were selected: First Bank in Katsina-Ala, 
UBA and First Bank in Ukum;First Bank and Access Bank in Vandeikya LGAs in North-East 
Senatorial district. Similarly, First Bank, United Bank of Africa, Zenith Bank, Access Bank and 
Guaranteed Trust Bank were selected in Makurdi and Gboko LGAs, while First Bank in Gwer-
West all in North-West Senatorial district. Also, First Bank, United Bank of Africa, Zenith Bank, 
Access Bank and Guaranteed Trust Bankwere selected in Otukpo, and UBA in Oju, all in Benue 
South senatorial district. 
 In sampling the participants, the researcher used purposive sampling technique. The main 
goal of purposive sampling is to focus on particular characteristics of a population that are of 
interest, which will best enable you to answer your research questions. The sample being studied 
(bank employee) have tight work schedule. It is therefore difficult to subject them to other forms 
of sampling procedure. 
3.5 Instruments 
 The instruments consist of four sets of scales adopted and modified for the purpose of this 
study. These include: Job Insecurity Scale (JIS) developed by De Witte across five European 
countries, Work Overload Scale (WOS), Family work Conflict Scale (FMCS), and Turnover 
Intention Scale (TIS).  
 
 
3.5.1 Job Insecurity Scale 
Job Insecurity Scale (JIS) developed by De Witte across five European countries (i.e., 
Belgium, The Netherlands, Spain, Sweden, and the UK). A shortened version of the measure of 
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job insecurity originally devised by De Witte (2000) was administered. The original version has 
11 items, and after considering the translation and application in the Nigerian context, job 
insecurityitems were rated on a 5-point scale ranging from 1 (Disagree strongly) to 5 
(Agreestrongly). Items were re-coded so that a high score indicates a high level of insecurity. 
 
3.5.2 Work Overload Scale (WOS) 
The researcher adapted the work overload measurement used previously by Schlotz et al. 
(2004) for the research context. The original context of the measurement was to predict work 
overload on turnover intention of bank employees. A 5-point scale ranging from 1 (Disagree 
strongly) to 5 (Agree strongly). Items were re-coded so that a high score indicates a high level of 
work overload. 
3.5.3 Work-Family Conflict Scale (WFC) 
 The Work-Family Conflict Scale, developed by Netemeyer et al. (1996), measures work-
family conflict based on time-based, strain-based, and behaviour-based conflict. Work-family 
conflict was measured using the work-family conflict item scale designed by Netemeyer et al. 
(1996). The instrument consists of 10-items, which measure work-family conflict (WFC). 
Responses to these items are provided through a five-point Likert scale. Larger numbers relate to 
greater inter-domain conflict within each scale, in which 1 represents “strongly disagree” and 5 
equates to “strongly agree” (Netemeyer et al., 1996). 
3.5.4 Turnover Intention Scale (TIS) 
In this study, a 14-item scale from the Michigan Organizational Assessment Questionnaire 
(Seashore, Lawler, Mirvis & Cammann, 1982) was used. This tool measures to what extent 
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participants turnover intention from their organizations (α= .92). Original scale range from 1 
(strongly disagree) to 5 (strongly agree). 
3.6 Pilot Survey 
 A pilot survey was conducted for instruments validation. To develop the items for the 
instruments, the researcher examined the literature on the subject matter and other similar existing 
instruments. Four scales were adopted and modified for the study. Fifty one (51) items were 
pooled from this process including 12 items on Job Insecurity Scale (JIS) developed by De Witte , 
15 items on Work Overload Scale (WOS), 10 items on Family work Conflict Scale (FMCS), and 
14 items on Turnover Intention Scale (TIS). Furthermore, the items were given to professionals 
on instrument of data collection in education for examination and validation of the items and all 
the items were retained. The data from the pilot survey were used for conducting reliability test on 
the population of bank employees in Benue State, Nigeria. 
 A sample of 100 bank employees drawn from selected commercial banks operational in 
Benue state participated in the pilot survey. According to Connelly (2008), pilot study sample 
should be at least 10% of sample size determined for the main study. Therefore, the sample size 
of 100 bank employees is deemed adequate for the pilot survey based on the determined sample 
of 400 bank employees for the main study. The 100 selected bank employees were not among 
those selected to participate in the main study so as to avoid the actual participants of the main 
becoming too familiar with the questionnaire items. 
 Analysis of the pilot survey shows that the 100 bank employees that participated in the 
study were within the age range of 31-40 years with mean age of 38.2 years. Most of the 
employee’s duration of stay is between 1-10 years with average period of stay of 9.2 years. Out of 
the participants in the pilot study, 55.7% were male, 44.3% were female, while 9.0% did not 
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indicate their sex. Their marital status indicate that 30% were single, 65.8% were married, 3.3% 
separated while 0.8% were divorced.  
 Data collected were entered into SPSS using the appropriate scoring system. All items 
were scaled appropriately and the reliability of the scales was examined with the Cronbach’s 
alpha coefficient as an indicator. According to De-Vellis (2003) in Pallant (2010), the ideal 
Cronbach’s alpha coefficient should be above 0.70 with corrected total items correlation of 0.30 
and above. He however observed that Cronbach’s alpha values are highly sensitive to the number 
of items on scale, with short scales (10 items and below) yielding lowers values. 
 The reliability test of turnover intention scale (TIS) was first examined. The result shows 
that 14 item TIS yielded a Cronbach’s alpha coefficient of 0.894 indicating an excellent 
reliability. The Cronbach’s alpha coefficient of the individual item indicated that none were below 
0.8 with corrected total items correlation of 0.40 which is well above ideal Cronbach’s alpha 
coefficient of 0.7 and ideal corrected total items correlation of 0.3, indicating that the TIS is 
actually measuring what it is designed to measure which is turnover intention of bank employees 
(See Appendix II). 
 The reliability of Job Insecurity Scale (JIS) was also examined. The result shows that the 
12 items on the scale together yielded a Cronbach’s alpha coefficient of 0.922 indicating a very 
good reliability. The Cronbach’s alpha coefficient of the individual items indicated that none were 
below 0.9 coefficient with corrected total items correlation of 0.45 which is well above ideal 
Cronbach’s alpha coefficient of 0.7 and ideal corrected total items correlation of 0.3, indicating 
that the JIS is actually measuring the what it is designed to measure and is a suitable scale for 
measuring job insecurity among bank employees in Benue State (Job insecurity of bank 
employees) (See Appendix II).  
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 The Work Overload Scale (WOS) was analysed to examine its reliability in the study. The 
results from the analysis shows that the 15 items together yielded a Cronbach’s alpha of 0.931. 
This is an indication that the scale is highly reliable for use with the sample of bank employees in 
Benue state. The Cronbach’s alpha coefficient of the individual items indicated that none were 
below 0.92 coefficient with corrected total items correlation of 0.56 which is well above ideal 
Cronbach’s alpha coefficient of 0.7 and ideal corrected total items correlation of 0.3, indicating 
that the WOS is actually measuring what it is designed to measure and is a suitable scale for 
measuring job insecurity among bank employees in Benue State (Work overload of bank 
employees) (See Appendix II). 
 Finally, the internal consistency of the Work-Family Conflict Scale (WFC) was examined 
using a reliability analysis. The result shows that the 10 items together yielded a Cronbach’s alpha 
coefficient of 0.884 with all the 10 items having a corrected items total correlation above the 
required 0.3. This is an indication that the scale is highly reliable for use with the sample of bank 
employees in Benue state. The Cronbach’s alpha coefficient of the individual items indicated that 
none were below 0.86 coefficient with corrected total items correlation of above 0.56 which is 
well above ideal Cronbach’s alpha coefficient of 0.7 and ideal corrected total items correlation of 
0.3, indicating that the WFC is actually measuring the what it is designed to measure and is a 
suitable scale for measuring job insecurity among bank employees in Benue State (Work Family 
Conflict of bank employees) (See Appendix II). 
 On the whole, the 51 items questionnaire together yielded a Cronbach’s alpha of 0.97. 
This is an indication that the instrument is highly reliable for use with the sample of bank 
employees in Benue state. The Cronbach’s alpha coefficient of the individual items indicated that 
none were below 0.70 coefficient with corrected total items correlation of above 0.3, indicating 
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that the questionnaire is actually measuring what it is designed to measure and is a suitable for 
measuring the influence of job insecurity, work overload and work family conflict on turnover 
intention among bank employees in Benue State.  
 The pilot study has demonstrated that the questionnaire can be used on the population of 
bank employees in commercial banks of Benue state. This is because the scales on the 
questionnaire have high Cronbach’s alpha coefficient (above the required 0.70 withcorrected total 
items correlation of above 0.3). 
3.7 Data analysis 
 Datawere analysed using the following techniques: descriptive statistics 
includingfrequencies, percentages, mean and standard deviation. A data reduction technique using 
factor extraction method was used to summarize the items scale on the questionnaire. Inferential 
statistics involving a multiple regression analysis was used in testing the stated hypotheses of the 
study. 
 The multiple regression analysis was used to test the following hypothesis These analyses 
were performed using Statistical Package for Social Sciences (SPSS) version 15 in order to 
minimize human error for accuracy purpose. 
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CHAPTER FOUR 
 RESULTS  
 This chapter presents the results for the study. In the first part, the chapter presents 
descriptive statistics including mean, standard deviation, and inter correlation of the variables 
tested the study, while the second part presents results of the hypotheses. The hypotheses were 
tested using simple regression and multiple linear regression analysis. 
 
4.1 Descriptive Statistics  
 Descriptive statistics were used to present information collected on the demographic 
variables of the sampled respondents. The presentation was done using mean, frequency, and 
percentage on demographic characteristics of the respondents which includes: age, sex, marital 
status and duration of service. The results in presented on Table 4.1. 
Table 4.1: Demographic characteristics of Respondents 
Item  Frequency Percentage (%) Mean  
Age 20-30 152 40.0 32years 
 31-40 206 54.2  
 41-50 22 5.8  
Sex Male 195 56.0 - 
 Female 153 44.0  
Marital Single 109 30.7 - 
Status Married 236 66.5  
 Divorced  1 0.3  
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 Widow/widower 0 0.0  
Duration of 1-10years 321 88.7 6years 
Service 11-20years 35 9.6  
 21-30years 8 2.2  
 
 The results revealed that age of participants is within the range of 20-50 years with 
average age of 32years. Age breakdown shows that 40% of the participants ware within the age 
range of between 20 and 30years, 54.2% were between the age ranges of 31-40years, while 5.8% 
were within the age range of 41 to 50years. The findings on age shows that majority of the 
participants were within the age range of 31-40years and a reflection of the age range of bank 
employees.The sex of the participants from the analysis revealed that male were 195 representing 
56% of the respondents while female were 153 percipients representing 44.4% of the respondents; 
implying that male Bank employees participated more in the study than their female counterparts. 
The marital status of the participants indicates that 109 respondents representing 30.7% were 
single, 236 participants representing 66.5% of the respondents are married, 9 (2.5%) participants 
were separated, while 1 participant representing >1% were divorced. The analysis shows that 
majority of the participants are married. From the analysis, the duration of service of participants 
is between 1 and 30years with average period of 6years of service in the banking sector. A 
breakdown shows that 321 participant representing 88.2% of the respondents stayed in the 
banking sector between 1 and 10years, 35 participants representing 9.6% have stayed in the 
banking sector between 11 and 20years, while 8 participants representing 2.2% of the respondents 
have stayed for 21-30years. This shows that most of the participants have stayed for average 
period of 6years implying high level of intention to leave. 
 Inter-correlations analysis of the study variables were carried out to examine the 
relationship that exist among the variables. The result is presented on Table 4.2. 
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Table 4.2: Inter-Correlation Matrix among study Variables 
Variables 1 2 3 4 
Turnover Intention 1    
Job Insecurity  0.66** 1   
Work Overload 0.36* 0.05 1  
Work-Family Conflict 0.64** 0.28* 0.06 1 
 
Note: *P<0.05 **P<0.01 
 The results of the inter-correlations for the study variables presented in Table 4.2 shows 
that job insecurity has a significant positive relationship with Turnover Intension (r=0.66, 
P<0.01). The analysis also shows that there is significant positive relationship between work 
overload and turnover intention (r=0.36, P<0.05), work-family conflict and turnover intention 
(r=0.64, P<0.01). Also inter-correlations among the other study variables reveal that there is weak 
non-significant positive relationship between Job insecurity and work overload (r=0.05, P>0.05). 
A non-significant relationship between Job insecurity and work-family conflict (r=0.28, P<0.05) 
and a non-insignificant negative relationship between work overload and work family conflict 
(r=-0.06, P>0.05).  
4.2 Hypotheses Testing  
Hypothesis 1: This hypothesis states that Job insecurity will significantly predict turnover 
intention among bank employees in Benue State. This hypothesis was tested using a simple linear 
regression analysis and the result is presented in Table 4.3. 
 
Table 4.3: Simple linear regression score showing Job insecurity as a predictor of Turnover 
intention  
Predictor Variable R R2 F β T P 
Constant    0.555 12.719 <0.01 
Perceived  
Job Insecurity 
0.657 0.432 37.247 0.657 6.103 <0.01 
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 The results presented in Table 4.3 shows the influence of perceived job insecurity on 
Turnover intention in the study area. The results revealed that perceived Job insecurity 
significantly predicted Turnover intention of bank employees in Benue state (R=0.657, R2=0.432, 
F=37.247, P<0.001). The results indicate that Job insecurity predicts 43.2% variance of Turnover 
intention of bank employees in Benue state. This implies that 1% increase in Job insecurity will 
lead 43.2%increase in Turnover intention of bank employees in Benue state. That is Job 
insecurity increase, Turnover intention also increases in a positive direction. Based on the result 
of the regression analysis, Job insecurity significantly influences Turnover intention among bank 
employees in Benue State.  
 The β= 0.66; t=6.103; P<0.01 means that perceived job insecurity is significantly 
predicting turnover intention. However, the bivariate correlation is r=0.66, P<0.01 which shows 
partial coefficient after statistically controlling the influence of the other predictor variables. This 
reduced the coefficient to r2=0.42 rather than the initial r2=0.43. It means other predictor variables 
also influenced the relationship between perceived job insecurity and turnover intention of bank 
employees in Benue State. 
Hypothesis 2: This hypothesis states that Work overload will significantly predict turnover 
Intention among bank employees in Benue State. This hypothesis was tested using a simple linear 
regression analysis and the result is presented in Table 4.4. 
Table 4.4: Simple linear regression showing Work overload as a predictor of Turnover intention  
Predictor Variable R R2 F Β T P 
Constant    0.457 8.006 <0.01 
Work overload 0.355 0.126 7.055 0.355 2.656 <0.01 
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 The results presented in Table 4.3showed the influence of Work overload on Turnover 
intention in the study area. The results revealed that Work overload significantly predicted 
Turnover intention of bank employees in Benue state with (R=0.355, R2=0.126, F=7.055 P<0.05). 
The results indicate that Work overload predicts 12.6% of Turnover intention of bank employees 
in Benue state. This implies that 1% increase in Work overload will lead 12.6% increase in 
Turnover intention of bank employees in Benue state. As Work overload increase, Turnover 
intention willincreases in a positive direction. Based on the result of the regression analysis, Work 
overload significantly influences Turnover intention among bank employees in Benue State. 
The β= 0.355; t=2.656; P<0.01 means that perceived work overload is significantly 
predicting turnover intention. However, the bivariate correlation is r=0.355, P<0.01 which shows 
partial coefficient after statistically controlling the influence of the other predictor variables. This 
reduced the coefficient to r2=0.108 rather than the initial r2=0.126. It means other predictor 
variables influenced positively the relationship between perceived work overload and turnover 
intention of bank employees in Benue State. 
Hypothesis 3: This hypothesis states that Work family conflict will significantly predict turnover 
intention among bank employees in Benue State. This hypothesis was tested using a simple linear 
regression analysis and the result is presented in Table 4.5. 
Table 4.5: Linear regression showing Work family conflict as a predictor Turnover intention  
Predictor Variable R R2 F Β t P 
Constant    0.172 3.288 <0.01 
Work family conflict 0.428 0.184 11.013 0.428 3.319 <0.01 
 
 The results presented in Table 4.5showed the influence of Work family conflict on 
Turnover intention in the study area. The results revealed that Work family conflict significantly 
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predicted Turnover intention of bank employees in Benue state with statistics of R=0.428, 
R2=0.184, F=11.013(P<0.05). The results indicate that Work overload predicts 18.4% of 
Turnover intention of bank employees in Benue state. This implies that 1% increase in Work 
overload will lead to 18.4% increase in Turnover intention of bank employees in Benue state. As 
Work overload increase, Turnover intention also increases in a positive direction. Based on the 
result of the regression analysis, Work overload significantly influences Turnover intention 
among bank employees in Benue State. 
 The ß= 0.428; t=3.319(P<0.01) means that perceived work family conflict is significantly 
predicting turnover intention. However, the bivariate correlation is r=0.428, P<0.01 which shows 
partial coefficient after statistically controlling the influence of the other predictor variables. This 
reduced the coefficient to r2=0.167 rather than the initial r2=0.184. It means other predictor 
variables influenced positively the relationship between perceived work family conflict and 
turnover intention of bank employees in Benue State. 
Table 4.6 Hierarchical Regression of work-family conflict (Time based, Strain Based and 
Behavioural based) on Turnover Intention of Bank employees 
Variables R R2 R2 
Change 
B Β t P 
Step 1 0.627 0.393 0.354     
Time based    0.36 0.43 3.70 <0.01 
Behavioural based     0.17 0.18 1.55 >0.01 
Strain Based    0.29 0.30 2.57 <0.01 
Step 2 0.676 0.457 0.410     
Time based    0.50 0.59 4.52 <0.01 
Behavioural based     0.11 0.11 0.97 >0.01 
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Strain Based    0.24 0.26 2.26 <0.05 
Work-Family Conflict    0.32 0.31 2.33 <0.05 
 
Hierarchical multiple regression was performed to investigate the ability of work-family 
conflict dimensions (time based, behavioural based and train based) to predict turnover intention 
of bank employees. Preliminary analyses were conducted to ensure no violation of the 
assumptions of normality, linearity, and homoscedasticity. Additionally, the correlations amongst 
the predictor variables (time based, behavioural based and train based) included in the study were 
examined. 
In the first step of hierarchical multiple regression, three predictors were entered: time 
based, behavioural based and train based. This model was statistically significant (R=0.627; 
R2=0.393; p < .001) and explained 39.3% of variance in turnover intention. Two of the work-
family conflictTime based (43%) and Strain Based (30%) (p<0.01) made a significant unique 
contribution to the model while behavioural based 18% p>0.01 (see Table 4.7). 
After entry of work-family conflict at Step 2 the total variance explained by the model as a 
whole was 45.7% (R=0.676; R2=0.457; p<0.01). The introduction of work-family conflict 
explained additional 41% of variance in turnover intention, after controlling for time based 
dimension, behavioural based dimension, and strain based dimension (R2 Change = 0.41; p < 
0.01). In the final adjusted model three out of four predictor variables were statistically 
significant, with time based dimension recording a higher Beta value (β = 0.57, p < 0.01) than the 
strain based dimension (β = 0.26, p < 0.01), while behavioral based  recorded low Beta value (β = 
0.11, p > 0.01). 
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Hypothesis 4: This hypothesis states that Job insecurity, work overload and work family conflict 
will jointly predict turnover intention among bank employees in Benue State. This hypothesis was 
tested using a multiple linear regression analysis and the result is presented in Table 4.7. 
 
 
 
 
 
Table 4.7: MultipleStandard regression showing the of Job insecurity, Work overload andFamily 
work conflict as joint predictors of Turnover intention. 
Predictor Variable R R2 F Β t P 
Constant     8.515 <0.01 
 0.805 0.648 28.867 - - <0.01 
Job insecurity     0.420 7.353 <0.01 
Work overload    0.310 3.425 <0.01 
Work family conflict    0.270 2.991 <0.01 
 
 The results presented in Table 4.7 shows that Job insecurity, work overload and work- 
family conflict jointly influence overall Turnover intention of bank employees in Benue state 
because R=0.805, R2=0.648, F=28.867, (P<0.01). The results indicate that job insecurity, work 
overload and work-family conflict jointly predicts 64.8% of turnover intention of bank employees 
in Benue state. This implies that 1% increase in job insecurity, work overload and work family 
conflict will lead to 64.8% increase in turnover intention of bank employees. That is, 1% increase 
in job insecurity, work overloadand work-family conflict will lead to 42.0%, 31.0% and 27.0% 
turnover intention of bank employees in Benue state. 
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 On their independent contributions, the results revealed that job insecurity (β=0.642, 
t=7.353, P=0.01) made the highest contribution of 64.2% to the total influence observed. The 
results further revealed that work overload is the second predictor of Turnover intention (β=0.31, 
t=3.425, P<0.05) contributing 31.0% to the total influence of Turnover intention, while work 
family conflict (β=0.272, t=2.991, P<0.01) contributing 27.2% to the total influence on Turnover 
intention among bank employees in Benue state. 
 
 
 
CHAPTER FIVE 
DISCUSSION, CONCLUSION AND RECOMMENDATION 
 This study examined the influence of job insecurity, work overload, family work conflict 
on turnover intention among bank employees in Benue state, Nigeria. In the preceding chapters of 
the study, relevant literature were reviewed from which four hypotheses were formulated and 
tested, and the results from the hypotheses were presented appropriately. The present chapter 
discusses the findings of this study, draws conclusion and makes recommendations accordingly, 
as well as outlines some of the limitations of the study. 
5.1 Discussion of the Findings 
 The findings that emerged from this study are discussed in this section of the chapter. This 
is done according to the key outcome of the analysis in chapter four. 
 The findings on age shows that majority of the participants are within the age range of 31-
40years who participated more in the study and a reflection of the age range of bank employees. 
This finding is in line with previous studies including Bellas, Koustelios, Sdrolias and Koutiva 
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(2013). This study also established that the age category of 31 to 40 that performs the best also 
constitutes the highest population per age category among the employees working in banking 
system. This indicates that Bank employers are aware of the age factor as main determinant of 
productivity is the sector. This informed the decision of age limit of 25years at entry point in the 
banking sector in Nigeria. Although several authors dispute the idea of age as a determinant of 
productivity, this research proves otherwise. Prendaand Stahl (2001) observed that age is not a 
key determinant and should therefore not be used as discriminatory criteria in determining 
employee performance and recruitment criteria. They warn against the beliefs that the young 
employees are more energetic and enthusiastic of their jobs than the older ones, since the old 
generation has the experience, deep knowledge and good understanding of the job and therefore 
should not be discriminated against. 
 Findings on sex (gender) shows that thereare more male bank employees in the banking 
sector in Benue state than their female counterparts. However, the difference is not significance 
and as such may not influence employees’ intention to leave. This agrees with the findings of Yi 
(2012) study on the influence of gender on employees’ intention to quit in Malaysia where the 
researcher concluded that there is no significant difference between male and female in their 
intention to leave. This is consistent with the study by Rosin & Korabik (1991) where there is no 
gender difference in their intention to quit. This attributed to the socio-economic situation in 
Nigeria. On the other hand,the result on gender was inconsistent with Lee etal (2000) and Tata 
(2000) who posits that differences exist between women than men intent to turnover. Also, 
Adewoyin (2003) concluded that female employees have higher rate of turnover than male 
employees collaborating earlier finding by Azumi (1999) that female employees due to their 
commitment to home management have tendency for leaving organization such as bank for a less 
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prone employment; the alternative explanation for variance in finding might be the recent increase 
in number of career women. 
 Nigerian women are more willing to involve themselves in the workplace and such 
circumstance is projected to be continued in future (Department of Statistics, Nigeria, 2012). With 
high participation rates of women in the workforce, substantial research studies have been 
conducted to examine the relationship between gender and turnover intention (Miller and 
Wheeler, 1992). Several research studies have concluded that the relationship between gender and 
turnover intention are inconsistent (Smith and Calasanti, 2005; Kim, 2005; Khatri et al., 2001; 
Byrd et al., 2000). Miller and Wheeler (1992) found that women have higher turnover intention as 
compared to men. This result is in lined with the studies of Kim (2005) and Huang, Chuang and 
Lin (2003) which have illustrated that female employees have higher intention to leave their jobs 
as compared to male employees. This is due to the reason of weak attachment to their jobs 
(Chaudhury and Ng, 1992), lower pay and more sporadic work histories (Lambert, 2001; Cohen, 
1999). However, some studies have revealed that men have higher turnover intention compared to 
women (Smith and Calasanti, 2005; Khatri et al., 2001; Mor Barak et al., 2001). For the studies of 
Byrd et al. (2000) and Mitchell, MacKenzie et al. (2000), there is no difference between male and 
female toward turnover intention. The inconsistent results are due to the difference of target 
population, industries and culture context. This will definitely lead to different opinions toward 
turnover intention. 
 Findings on marital status of bank employees’ show that majority of the participants are 
married. The relationship between marital status and turnover intention is one of the most 
investigated topics in the past literatures. Salami (2008) stated that marriage has negative impact 
over the turnover intentions of employees whereby it will be costly for employees’ family to 
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relocate for jobs. Similarly, marital status has become a significant variable impact on bank 
employees’ intention to leave. This result is consistent with Akintayo (2010) which indicated that 
singles have considerable higher turnover intentions than married ones. This is because married 
respondents have family responsibility and especially for those male employees who are married 
will have higher sense of family obligations. However, Chughtai and Zafar (2006) stated that 
there is no significant relationship between marital status and turnover intention among employee 
in banking sector. Besides, there is a majority of employees who are young in age and when their 
spouses relocate for jobs, this would directly cause many employees to quit voluntarily and follow 
their spouses (Ahuja et al., 2007).  
The findings on the influence of job insecurity on turnover intention among bank 
employees in Benue state shows that there is strong positive influence of job insecurity on 
turnover intention among bank employees. The results revealed that Job insecurity significantly 
predicted turnover intention of bank employees in Benue state.The finding is supported by 
Samuel and Chipunza (2009), they found that job security influences employee turnover intention 
in underdeveloped and developing economies, in either type of economy, employees place great 
importance on their jobs, because it provides them with the source of income with which socio-
economic stability and psychological wellbeing are achieved. The result was also consistent with 
earlier findings by Ashfold, Lee and Bobko (1989), that employee who felt insecure about their 
employment were more dissatisfied with their jobs and likely to look for job elsewhere compared 
to those who perceived their jobs future as more secure. Similar results were obtained by Heaney 
etal (1994) and Rosenblatt & Ruvio (1996). 
These results were similar to findings in the literature (Cheng & Chan 2008; Sverke et al. 
2002) suggesting similar behaviour of Turkish workers in banking sector. The study also showed 
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that job security influences bank employees’ intention to leave, similar to the findings in existing 
literature (Chirumbolo & Hellgren, 2003). Again, this finding suggested similar attitudes and 
behaviour of bank workers in this Turkish as compared to findings from other countries.The result 
of the study disagrees with the earlier study of Arnold and Feldman's (1982) which affirmed that 
job insecurity does not show a direct influence on turnover intention. This finding indicated that 
bank employees do not consider job insecurity as a major direct influence on their desire to leave 
the banking sector.  
The findings of the research also corroborates the studies in Nigerian banking industry 
carried out by Ibrahim, Hilman and Kaliappen (2016) which submitted that, job insecurityhave 
significant influence on employee turnover intention. The finding implies that, if the banks 
maintain practices that ensure employees feel secure and satisfied with their job, the turnover 
intention among employees will reduce moderately. The finding is in line with (Irvine & Evans, 
1995). This is because the outcome of the analysissignifies that there are many factors that can 
significantly increase employee turnover intention in the banks in addition to job insecurity. Most 
importantly, finding of the study demonstrates that even among the other factors that positively 
influence turnover intention, job insecurity have its own independent effects. Additionally, the 
finding demonstrates that when there are practices that enhance employees job security they will 
be motivated to exert efforts in production and delivery of services thereby decreasing their level 
of turnover intention. 
Based on the above findings it is concluded that implementing effective practices in an 
organization that make employee secured with the job will lead to significant improvement in the 
level of their intention to stay on the job. Specifically, finding of the study suggest the need for 
banks to as a matter of urgency ensure that their organizational policies are favorable to 
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employees and align them strategically with the overall objective of the organizations. This will 
ensure that employees have sense of accomplishment with the job to enable them feel secured and 
exert efforts that are in line with the global banking practices. Moreover, in situations where 
banks strategically implement their policies, they are transmitting a positive signal to employees’ 
that their presence in the organization matters to them. Accordingly, employees will reciprocate 
with a favorable attitude which will enable positive contribution to the value chain and at the 
same time increase the intention to stay with the banking sector. In essence, the need to 
development sound policies that stimulate employee job security in the banking industry cannot 
be over emphasized due to its importance in bringing about reduction in turnover intention 
leading to achievement of overall organizational objective. Hence the study recommends that 
Nigerian banks accord more priority to the development of favorable policies in their relationship 
with employees in order to fully harness the potentials endowed in each of their employees. 
The findings on the influence of work overload on turnover intention among bank 
employees in Benue State shows thatwork overload significantly predicted turnover intention of 
bank employees in Benue state. As work overload increase, turnover intention also increases in a 
positive direction. Based on the result of the regression analysis, Work overload significantly 
influences turnover intention among bank employees in Benue State.It is anticipated that with 
higher level of work overload bank employees will influence their intention to quit in the banking 
sector. Work overload can predict turnover intention of bank employees. This outcome 
corroborate the findings of earlier studies which support this relationship (Aniţe et al., 2015; 
Bentzen, et al., 2016; Jamal, 2010; Moore, 2000; Prosser et al., 1997; Qureshi et al., 2012; Wong 
& Laschinger, 2015). A person who has to work more than one’s capacity gets tired more quickly 
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and is not able to produce quality work which leads to negative feedback from the employer that 
further aggravates the frustration and intention to leave.  
Moore (2000) and Ahuja et al. (2007) stated that work overload has a strong influence on 
turnover intention. According to Thaden (2007), the situations that cause work overload are when 
there is insufficient staffing, additional work handed by down management. In this regards, 
employees are more stressed and may decide to quit. Rupp and Cropanzano (2002) stated that 
what makes employee leave the organization is when they perceive that they receive high 
workload from the employer. If organizations fail to provide substantial growth opportunities, the 
employees will actively start searching for an alternative job and their search is based on the 
perceived opportunities in external market (Mano-Negrin and Tzafrir, 2004). Similarly, according 
to Arokiasamy et al., (2010), employees will find better job offers and intention to leave the 
organization when they are experiencing high level of work load. 
The findings on the influence of work – family conflict on turnover intention among bank 
employees in Benue State show that Work family conflict significantly predicted turnover 
intention of bank employees in Benue state.As work overload increase, Turnover intention also 
increases in a positive direction. Based on the result of the regression analysis, Work overload 
significantly influences Turnover intention among bank employees in Benue State. This finding 
agrees with the outcome of Tabassum, Farooq and Fatima (2017). According to their findings, 
there is a positive influence of work family conflict on turnover intention. It was also expected 
that work family conflict will predict turnover intention among employees in banking sector. 
Their results revealed that with higher level of work family conflict,bank employees experienced 
higher level of intention to quit. Previous studies also support these findings which describe the 
influence of work family conflict on turnover intention. (Ahuja et al., 2006; Dragano et al., 2008; 
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Frone et al.,1992; Gupta & Jenkins, 1985; Kopelman, Greenhaus & Connoly, 1983; Moore, 
2000a; Oshio, et al., 2017; Sondhi et al., 2008; Yardley & Markel, 1997). It is understandable that 
employee who is not able to keep the balance between work and family and who’s personal and 
work life keep on interfering with each other drains his or her energies in managing these 
conflicts.  
As conflict at home increased then the intent to turnover would also increase. It supports 
the prior studies of Boyar et al. (2003), Mesmer-Magnus and Viswesvaran (2005), Karatepe and 
Baddar (2006), and Karatepe and Uludag (2008). However, an employee, who gets family 
pressure, generally decides to move to other jobsbecause of some considerations, such as family-
oriented workers who attempt to balance their dual-roles. If they could not manage and balance 
their family responsibilities, then it would be better for them to move and find new jobs. 
Furthermore, the finding supports the studies by Natemeyer et al. (1996) and Boyar et al. 
(2006). In their studies, official work commitment is not the only activity that put workers to have 
high commitment, as family and other social activities attract employees’ interest and willingness 
to sacrifice their working time in order to be part of such non-work related activities. 
Another study among lecturers was also found uncontrolled work-family conflicts can 
increase the intention to leave the job (Noryati, Aminah & Maznah, 2009; Oredein & Alao, 2009). 
The increasing of responsibilities which need the employees to fulfill and anticipate either in 
workplace or at home may cause the feeling of exhausted and depression. Those who are unable 
to endure the pressures can create many negative outcomes such as decrease in work productivity, 
job dissatisfaction and in turn develop the intention to leave the job. It shows that academic staffs 
who feel conflict at work which have interference on their family life will have intention to leave 
the job. In contrast to the study by Muhammad & Waseef (2012) disclosed that employees are 
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facing more problems in work - family conflict, which in turn may create employees’ turnover 
intention. 
 In addition Alsan, et al (2013) had same findings with the study that work family conflict 
significantly influences turnover intention. However, Har (2004) argued that the employee who is 
engaged in high work demands at work place will lead employees to leave the organization. Many 
work family conflict occurred when employee suffer low satisfaction at work due high demands 
from their superior. Employees may vent their frustration at work and his/her family members 
when the back home. Employees most likely will choose to leave the organization the harmonious 
relationship with their family members (Mbah and Ikemefuna, 2012). Glass and Estes (1996) 
claimed that child care factor in work family conflict has a positive significant influence on 
turnover intention. Improvement in child care will positively influence turnover intention. If 
employees can manage well their children, it will reduce the level of turnover intention. In 
providing the child care centers facilities or incentives may be an effective way organizations top 
management can show support to employees in order to increase motivation employee retention 
to the organization especially for the women workforce.  
Banks as involved-organizations could provide some supports for their employees, such as 
setting childcare/playgroup facilities for women with early-age children, flexible work schedule, 
and supportive working environment. On the other side, the government could offer important 
support to working women by regulating special leave for married working men to take part in 
family activities, such as paternity and child sick leave. Human-resource banking practices should 
be more selective and proactive in designing job assignment and position between single and 
married women. A fit arrangement considering marital and family status would generate reduced 
pressure and conflict between work and family for dual-roles employees. 
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The findings on the influence of job insecurity, work overload and work – family conflict 
on turnover intention among bank employees in Benue State show that job insecurity, work 
overload and work – family conflict significantly predicted turnover intention of bank employees 
in Benue state. As work overload increase, Turnover intention also increases in a positive 
direction. Based on the result of the regression analysis, job insecurity, work overload and work – 
family conflict significantly influences Turnover intention among bank employees in Benue State. 
(Khan et al., 2014;; Qureshi et al., 2013) In their studies posits that work overload and job 
insecurity directly contribute in job turnover intention. Nisar et al., 2012 considered job 
insecurity, work load and family work conflictare considered as influential factors affecting 
employee turnover. Materson (1999) stated that factors like work load, cuts in staff, change at 
work, long work hours, shift work, lack of supervision, inadequate training, inappropriate 
working conditions, too heavy responsibilities and poor relations with colleagues can lead to turn 
over intention. 
5.2 Conclusion 
 Based on the findings of the study, it can be concluded that job insecurity, work overload 
and family work conflict are the main predictors of turnover intention among bank employees. 
The findings on the influence of job insecurity, work overload and work – family conflict on 
turnover intention among bank employees in Benue State show that job insecurity, work overload 
and work – family conflict significantly predicted turnover intention of bank employees in Benue 
state. As work overload increase, Turnover intention also increases in a positive direction. Based 
on the result of the regression analysis, job insecurity, work overload and work – family conflict 
significantly influences Turnover intention among bank employees in Benue State. 
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1.3 Recommendations 
Based on the findings of the study, the following recommendations are put forward: 
1. The findings of job insecurity on turnover intention among bank employees in Benue State 
shows that there is a strong positive influence of job insecurity on Turnover intention 
among Banks employees. The study therefore recommends thatto achieve reducing 
turnover intention management must be aware and conscious of the resultant effect of 
declining job security on their organizational or corporate image. It is hereby suggested 
that government has a key role of formulating favorable policy prohibiting arbitrary 
dismissal of bank workers especially when they are meeting up with the bank targets. 
Employer in the banking sector should employ the required number of workers they are 
capable of providing and taking care of. This will eliminate persistent turnover rate in 
most Nigerian banks. 
2. The findings on the influence of work overload on turnover intention among bank 
employees in Benue State shows thatwork overload significantly predicted turnover 
intention of bank employees in Benue state. This study recommends that bank 
management should reduce the high targets given to bank workers to meet up within a 
short period that usually leads to work overload.Stress not only affects the physical, 
psychological and financial balances of an employee but also the employers as well. 
Desired results cannot be expected from employees who are burnt out, exhausted or 
stressed, as they lose their energy, accuracy and innovative thinking.  
3. The findings on the influence of work – family conflict on turnover intention among bank 
employees in Benue State show that Work family conflict significantly predicted turnover 
intention of bank employees in Benue state. This study therefore recommends that to curb 
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the menace of Turnover intention, if possible the management should employ more staff 
to help ease the banker’s workload. A practical option could be banks adopting to shift 
system, where one group will start from 7:00am-12pm and other group comes to change 
them from 12:00pm-6pm. Also banks as involved-organizations could provide some 
supports for their employees, such as setting childcare/playgroup facilities for women with 
early-age children, flexible work schedule, and supportive working environment. On the 
other side, the government could offer important support to working women by regulating 
special leave for married working men to take part in family activities, such as paternity 
and child sick leave. 
4. The findings of this study shows that job insecurity, work overload and work – family 
conflict jointly influences turnover intention among bank employees in Benue State. This 
study recommends that Employer in the banking sector should employ the required 
number of workers they are capable of providing and taking care of. This will eliminate 
persistent turnover rate in most Nigerian banks, the management should employ more staff 
to help ease the banker’s workload. Also family support system and regular medical 
checkup would help bridge the stressful nature associated with work and family conflict. 
Therefore institutions should setup a supportive system to assist the nursing mothers and 
frequent medical checkup should be administered to the workers at the banks. 
5.4 Limitation of the Study 
 The study observed the following limitations are peculiar to this research: 
Method of data collection: one of the weaknesses of the study is its use of questionnaire as 
instrument of data collection where participants are allowed to provide relevant information. In 
most cases, participants could fake responses for personal reasons. Others could tick options for 
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the item provided without carefully reading the questions provided.This weakness was however 
checked by using confidence level of 95%, allowing the remaining 5% to errors in order to reduce 
the influence of fake and careless responses. 
Funding:it is another major challenge faced by the study during the research. The resources 
needed for effective sourcing of relevant research materials for the study were inadequate. 
Also, financial resources required for effective data collection, processing and analysis were 
limited and grossly inadequate. The researcher depended on personal income and support from 
family members in order to surmount the funding challenges encountered.  
Time factor: The delays to this study due to incessant strike by both Academic and Non-
Academic Unions in the University in Nigeria. The Academic Staff Union of Universities 
(ASUU) industrial dispute posed a challenge to this research. 
Bank employees avoided or hesitated to give relevant data; some of the bank employees were 
not willing to participate in the study. This may be due to the fact that Banks deal with a special 
kind of public resources and as such are exposed to the strict regulation and banking supervision. 
In this regard some of the bank employees were reluctant in creating time for the filling of the 
questionnaire and also, were careful in providing information for the research. 
In handling the situation, the questionnaire was anonymous; respondents could answer truthfully 
without any possible sanctions imposed. Also, participants that were not ready to provide relevant 
information were avoided hence a purposive sampling technique were used.  
Another limitation of study can be found in the structure of the instrument of data 
collection itself. Fixed-choice questionnaires generally assume an un-stated general knowledge of 
the topic being investigated, and force the respondent to answer questions that he or she might be 
ignorant of, have a different understanding of based on personal perception, or which are 
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influenced by exogenous factors such as education, culture, age, or societal status (Hyman 1955). 
A questionnaire has no means of correcting this; the outcome might thus be slightly biased at best. 
This weakness was however checked by using confidence level of 95%, allowing the remaining 
5% to errors in order to reduce the influence of biasness. 
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APPENDIX 1-QUESTIONNAIRE 
 
         Department of Psychology, 
          Faculty of Social Sciences 
          Benue State University, 
          Makurdi 
Dear Sir/Madam 
 
My name is Kwasedoo M. Ngbea, a postgraduate student of the above named institution and 
department with registration number (BSU/SS/PSY/PhD/13/7116). I am carrying out a research 
on the title: Influence of Job Insecurity, Work Overload and Work-Family Conflict on 
Turnover Intention among Bank Employees in Benue State, Nigeria. I request your 
cooperation to enable me complete this research. I will be most grateful if you can find time to 
respond to the questionnaire items below. 
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Section A: Demographic Information 
Instruction: Please, either fill in the spaces or tick the appropriate option in the boxes provided. 
Age: ____________________________________ 
Sex: Male [] Female [   ] 
Marital Status: Single [   ] Married [   ] Separated [   ] Divorced [   ] Widowed [   ] 
Duration of Service: ____________________________ 
Bank Type: ___________________________________ 
. 
Section B: Work-Family Conflict 
Instruction: Please indicate the extent to which you agree or disagree with the following 
statements regarding your work-family conflict by the appropriate boxes in front of 
each of the statements belowStrongly Agree= (5), Agree= (4), undecided=3, 
Disagree= (2), Strongly Disagree=1 
Section B: Work Overload 
Instruction: Please indicate the extent to which you agree or disagree with the following 
statements regarding your work by the appropriate boxes in front of each of the 
statements below 
S/N Items 1 2 3 4 5 
TIME BASED 
1 The amount of time my job takes up makes it difficult to fulfill family 
responsibilities 
     
2 My home life interferes with my responsibilities at work such as 
getting to work on time, accomplishing daily tasks and working 
overtime 
     
3 My job does give me enough time for family activities       
BEHAVIORAL BASED 
4 The demands of my work interfere with my home and family life       
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5 Due to work-related duties , I have to make changes to my plans for 
family activities 
     
6 Things I want to do at work don’t get don’t because of the demands of 
my family or spouse /partner 
     
STRAIN BASED 
7 Things I want to do at home do not get done because of the demands 
my job puts on me 
     
8 My job produces strain that makes it difficult to fulfill family duties      
9 Family-related strain interferes with my ability to perform job-related 
duties 
     
10 My job makes me too tired to enjoy my family life      
 
 
Section B: Turnover Intention 
Instruction: Please indicate the extent to which you agree or disagree with the following 
statements regarding your intention to leave by the appropriate boxes in front of each of the 
statements belowStrongly Agree= (5), Agree= (4), undecided=3, Disagree= (2), Strongly 
Disagree=1. 
S/N Item 1 2 3 4 5 
1 I think of leaving my your present job      
2 Iintend to work in some other industry      
3 I feel other organisations pay  better than my organisation      
4 I feel  this is the  best outlet to work for      
5 I will resign myself from the current job      
6 I will probably resign myself from the current job in a year       
7 I like to switch to other business or sector       
8 I have actually looked for other jobs after I entered the current 
company  
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9 I like to continue in the organization for a long period of time      
10 If I quit my job the chances that I would be able to find another job 
,which is better than my present job within one month, 
     
11 There is no doubt in my mind that I can find a job that is at least as 
good as the one I now have 
     
12 It would be easy to find an acceptable alternative employment      
13 It would be very hard for me to leave my organization right now ,even 
if I wanted to 
     
14 Too much in my life would be disrupted  if  I decided to leave my 
organization 
     
 
Section B: Job insecurity 
Instruction: Please indicate the extent to which you agree or disagree with the following 
statements regarding your Job security by the appropriate boxes in front of each of the 
statements belowStrongly Agree= (5), Agree= (4), undecided=3, Disagree= (2), 
Strongly Disagree=1 
S/N Item 1 2 3 4 5 
1 There are high chances of my job and becoming unemployed in the 
next twelve months 
     
2 Recently I felt that my source of income is unstable and uncertain      
3 I worry about my job insecurity      
4 My post is likely to be made redundant      
5 My contract will soon expire      
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6 My organization is likely to be under immediate threat of bankruptcy      
7 My organization is been privatized      
8 My organization will soon be merged with another organization      
9 If my contracts ends it will not be renewed ,so I will lose my present 
job 
     
10 The thought of getting fired really scares      
11 I have enough power in this organization to control event that might 
affect my job 
     
12 I am worried about the possibility of been dismissed      
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APPENDIX 11- PILOT STUDY CORRELATION PRINT OUT 
 
 TABLE 4.6 -JOB INSECURITY SCALE: ITEM TOTAL CORRELATION  
 Reliability Statistics 
 
Cronbach's 
Alpha 
N of 
Items 
.922 12 
 
 
  
 SCALES ITEMS Mean 
Std. 
Deviation N 
There are high chances of my job and 
becoming unemployed in the next 
twelve months 
3.12 1.458 93 
Recently I felt that my Sources of 
Income is unstable and uncertain 3.14 1.493 93 
I worry about my job insecurity 3.24 1.433 93 
My post is likely to be made redundant 3.08 1.446 93 
My contract will soon expire 3.08 1.439 93 
My organisation is likely to be under 
immediate threat of bankruptcy 2.85 1.553 93 
My organisation is been Privatized 3.12 1.607 93 
My organisation will soon be merged 
with another organisation 3.01 1.658 93 
If my contracts ends it will not be 
renewed, so I will lose my present job 3.35 1.599 93 
The  thought of getting fired really 
scares 3.17 1.537 93 
I have enough power in this 
organisation to control event that might 
affect my job 
3.16 1.583 93 
I am concerned about the possibility of 
been dismissed 3.31 1.482 93 
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Item-Total Statistics 
 
 SCALES ITEMS 
Scale Mean if 
Item Deleted 
Scale 
Variance if 
Item 
Deleted 
Corrected 
Item-Total 
Correlation 
Cronbach's 
Alpha if Item 
Deleted 
There are high chances of my 
job and becoming 
unemployed in the next 
twelve months 
34.51 156.122 .620 .918 
Recently I felt that my 
Sources of Income is 
unstable and uncertain 
34.48 155.557 .619 .918 
I worry about my job 
insecurity 34.39 161.783 .467 .924 
My post is likely to be made 
redundant 34.55 153.903 .692 .915 
My contract will soon expire 34.55 154.055 .692 .915 
My organisation is likely to 
be under immediate threat of 
bankruptcy 
34.77 148.894 .779 .911 
My organisation is been 
Privatized 34.51 149.840 .722 .914 
My organisation will soon be 
merged with another 
organisation 
34.61 145.435 .817 .909 
If my contracts ends it will 
not be renewed, so I will lose 
my present job 
34.27 150.981 .695 .915 
The  thought of getting fired 
really scares 34.45 154.989 .614 .918 
I have enough power in this 
organisation to control event 
that might affect my job 
34.46 150.512 .716 .914 
I am concerned about the 
possibility of been dismissed 34.31 154.326 .661 .917 
 
 
 Scale Statistics 
 
Mean Variance Std. N of 
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Deviation Items 
37.62 180.846 13.448 12 
 
WORK FAMILY CONFLICT SCALE: ITEM TOTAL CORRELATION 
 
 Case Processing Summary 
 
 N % 
Cases Valid 84 84.0 
Exclude
d(a) 16 16.0 
Total 100 100.0 
a  Listwise deletion based on all variables in the procedure. 
 
 
 Reliability Statistics 
 
Cronbach'
s Alpha 
Cronbach's 
Alpha 
Based on 
Standardize
d Items 
N of 
Items 
.884 .884 10 
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Item-Total Statistics 
 
 
Scale 
Mean if 
Item 
Deleted 
Scale 
Varianc
e if Item 
Deleted 
Correcte
d Item-
Total 
Correlati
on 
Squared 
Multiple 
Correlati
on 
Cronbach'
s Alpha if 
Item 
Deleted 
the demands of my work with 
my home and family 29.90 88.497 .620 .576 .872 
The amount of time my job 
takes up makes it difficult to 
fulfill family responsibilities 
29.68 89.907 .631 .555 .872 
things i want to do at home 
do not get done because of 
the demands my job puts on 
me 
29.88 86.034 .716 .609 .865 
My job produces strain that 
makkes it difficult to fulfil 
family duties 
29.87 88.959 .670 .672 .869 
Due to work related duties, i 
have to make changes to my 
plans for family activities 
29.71 89.484 .588 .668 .874 
Things I want to do at work 
don't get don because of the 
demands of my family or 
pouse/partmer 
30.27 91.984 .478 .573 .882 
My home life interferes with 
my responsibilities at work 
such as getting to work on 
time, accomplishing daily 
task and workin overtime 
30.25 88.093 .621 .592 .872 
Family-related strain 
interferes with my ability to 
perform job-related duties 
30.01 87.385 .620 .610 .872 
My job makes me too tired to 
ennjoy my family life 29.90 84.352 .756 .699 .862 
My job does give me enough 
time for family activities 30.08 92.897 .459 .337 .883 
Scale Statistics 
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Mean 
Varianc
e 
Std. 
Deviation 
N of 
Items 
33.29 108.182 10.401 10 
WORK OVERLOAD SCALE-TOTAL CORRELATION 
 Case Processing Summary 
 
 Reliability Statistics 
 
Cronbach's 
Alpha 
Cronbach's 
Alpha Based 
on 
Standardized 
Items 
N of 
Items 
.931 .931 15 
 
 Item-Total Statistics 
 
Scale Mean 
if Item 
Deleted 
Scale 
Variance if 
Item 
Deleted 
Corrected 
Item-Total 
Correlation 
Squared 
Multiple 
Correlation 
Cronbac
h's 
Alpha if 
Item 
Deleted 
i experience excessive 
work pressure 46.77 211.481 .632 .490 .928 
I work for long hours, 
overtime and even 
holidays 
46.21 221.724 .508 .475 .931 
I am unable to meet 
out the demands of 
my job 
46.91 208.782 .663 .636 .927 
i spend so long at 
work that my outside 
relationship are 
suffering 
46.70 212.631 .604 .538 .928 
i am so busy i find it 
incresingly difficult 
to concentrate on my 
job in front of me 
47.11 205.568 .739 .695 .924 
I feel tired during the 
day due to excessive 
workload 
46.93 207.879 .739 .701 .925 
There is pressure to 
work unwanted 
overtime (paid and 
unpaid) 
46.83 211.377 .678 .677 .926 
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Inability to meet 
goals with goals with 
available time 
resources 
46.82 211.663 .639 .505 .927 
Work demands make 
it difficult for me to 
schedule vocation 
46.72 208.039 .695 .741 .926 
I respond to work 
problems during non 
work time, including 
talking work 
home/receive work 
related calls at home 
46.60 214.546 .559 .609 .930 
there is frequent work 
interruptions 46.78 204.684 .778 .703 .923 
Errors occur at work 
when i am tired 46.80 212.322 .647 .505 .927 
I feel exhausted by 
the demands placed 
on me 
46.74 207.173 .739 .706 .925 
My department does 
not have enough 
resources to handle a 
normal workload 
46.75 208.726 .723 .665 .925 
I deal with unclear 
performance goals 
and responsibilities 
46.78 210.917 .602 .488 .929 
 
 
 Scale Statistics 
 
Mean Variance 
Std. 
Deviation 
N of 
Items 
50.10 240.466 15.507 15 
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TABLE 4.8 –TURNOVER INTENTION SCALE: ITEM TOTAL CORRELATION Case 
Processing Summary 
 
 N % 
Cases Valid 92 92.0 
Exclude
d(a) 8 8.0 
Total 100 100.0 
a  Listwise deletion based on all variables in the procedure. 
 
 
 Reliability Statistics 
 
Cronbach's 
Alpha 
N of 
Items 
.894 14 
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 Item-Total Statistics 
 
Scale 
Mean if 
Item 
Deleted 
Scale 
Variance if 
Item 
Deleted 
Corrected 
Item-Total 
Correlatio
n 
Cronbac
h's 
Alpha if 
Item 
Deleted 
How often do you think of leaving your job 43.78 147.337 .644 .884 
How often do you think to work in some other 
industry 43.57 149.150 .653 .884 
How often do you think of a better paid 
position 43.41 151.871 .550 .888 
How much do you think that this is the best 
outlet to work for 43.86 150.958 .547 .888 
I will resign myself from the current 43.90 146.880 .583 .886 
I will probably resign myself from the current 
job in a year 44.20 142.709 .701 .881 
I like to switch to other business or sector 43.49 148.582 .598 .886 
I have actually looked for other jobs after I 
entered the current company 43.76 147.898 .633 .884 
I like to continue in the organisation for a long 
period of time 43.89 154.318 .425 .893 
If I quit my job the  chances that I would be 
able to find another job, which is better than 
my present job within one month 43.73 153.101 .491 .890 
There is no doubt in my mind that I can find a 
job that is at as good as the one I now have 43.59 153.036 .556 .888 
it would be easy to find an acceptable 
alternative employment 43.82 148.460 .590 .886 
It would be very hard for me to leave my 
organisation right now, even if I wanted to 43.70 152.324 .500 .890 
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Too much in my life would be disrupted if I 
decided to leave organisation 43.59 148.245 .622 .885 
 
Scale Statistics 
 
Mean Variance 
Std. 
Deviation 
N of 
Items 
47.10 172.133 13.120 14 
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APENDIX 111 (a) 
MAIN STUDY DATA ANALYSIS 
 
Regression 
Hypothesis one: Job insecurity and Turnover intention 
Variables Entered/Removed(b) 
 
Mode
l 
Variables 
Entered 
Variables 
Removed Method 
1 JIS(a) . Enter 
a  All requested variables entered. 
b Dependent Variable: Turnover intention 
Model Summary 
 
Mode
l R R Square 
Adjusted 
R Square 
Std. Error 
of the 
Estimate 
1 .657(a) .432 .420 .15299 
a Predictors: (Constant), Job insecurity 
 ANOVA (b) 
 
Mode
l  
Sum of 
Squares df 
Mean 
Square F Sig. 
1 Regressio
n .872 1 .872 37.247 .000(a) 
Residual 1.147 49 .023   
Total 2.019 50    
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a   Predictors: (Constant), Job insecurity 
b   Dependent Variable: Turnover intention 
  Coefficients (a) 
 
Mode
l  
Unstandardized 
Coefficients 
Standardized 
Coefficients t Sig. 
B 
Std. 
Error Beta  
Std. 
Error 
1 (Constant
) .555 .044  12.719 .000 
JIS .619 .101 .657 6.103 .000 
a Dependent Variable: Turnover intention 
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Hypothesis two- Work overload and Turnover intention 
 Variables Entered/Removed (b) 
 
Mode
l 
Variables 
Entered 
Variables 
Removed Method 
1 WOL(a) . Enter 
a All requested variables entered. 
b Dependent Variable: Turnover intention 
 
 
 Model Summary 
 
Mode
l R R Square 
Adjusted 
R Square 
Std. Error 
of the 
Estimate 
1 .355(a) .126 .108 .18977 
a  Predictors: (Constant), Work Overload 
 
 ANOVA(b) 
 
Mode
l  
Sum of 
Squares df 
Mean 
Square F Sig. 
1 Regressio
n .254 1 .254 7.055 .011(a) 
Residual 1.765 49 .036   
Total 2.019 50    
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a  Predictors: (Constant), Work Overload 
b  Dependent Turnover  intention 
 
 Coefficients(a) 
 
Mode
l  
Unstandardized 
Coefficients 
Standardized 
Coefficients t Sig. 
B 
Std. 
Error Beta  
Std. 
Error 
1 (Constant
) .457 .057  8.006 .000 
WOL .410 .154 .355 2.656 .011 
a Dependent Variable: Turnover  intention 
 
 
Hypothesis three: Work family Conflict and Turnover intention 
 Variables Entered/Removed (b) 
 
Mode
l 
Variables 
Entered 
Variables 
Removed Method 
1 WFC(a) . Enter 
a All requested variables entered. 
b Dependent Variable: Turnover Intention  
 
 
 Model Summary 
 
Mode
l R R Square 
Adjusted 
R Square Std. Error 
of the 
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Estimate 
1 .428(a) .184 .167 .18341 
a Predictors: (Constant), Work Family Conflict 
 
 
 ANOVA (b) 
 
Mode
l  
Sum of 
Squares df 
Mean 
Square F Sig. 
1 Regressio
n .370 1 .370 11.013 .002(a) 
Residual 1.648 49 .034   
Total 2.019 50    
a Predictors: (Constant), Work Family Conflict  
b Dependent Variable: Turnover Intention  
 
 
 
 Coefficients (a) 
 
Mode
l  
Unstandardized 
Coefficients 
Standardized 
Coefficients t Sig. 
B 
Std. 
Error Beta B 
Std. 
Error 
1 (Constant
) .172 .052  3.288 .002 
WFC .349 .105 .428 3.319 .002 
a Dependent Variable: Turnover Intention 
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WORK- FAMILY CONFLICT DIMENTIONS 
  /DESCRIPTIVES MEAN STDDEV CORR SIG N 
  /MISSING PAIRWISE 
  /STATISTICS COEFF OUTS R ANOVA COLLIN TOL CHANGE ZPP 
  /CRITERIA=PIN(.05) POUT(.10) 
  /NOORIGIN 
  /DEPENDENT TOI 
  /METHOD=ENTER TB BB SB  /METHOD=ENTER TB BB SB WFC 
  /SAVE MAHAL COOK . 
 
Regression 
 
 Notes 
 
Output Created 28-SEP-2018 16:07:37 
Comments  
Input Data C:\Users\USER\Desktop\Back
up_fromcomputer\Reg_data_K
wasedoo.sav 
Active Dataset DataSet1 
Filter <none> 
Weight <none> 
Split File <none> 
N of Rows in 
Working Data 
File 
51 
Missing Value 
Handling 
Definition of 
Missing 
User-defined missing values 
are treated as missing. 
Cases Used Correlation coefficients for 
each pair of variables are based 
on all the cases with valid data 
for that pair. Regression 
statistics are based on these 
correlations. 
Syntax REGRESSION 
  /DESCRIPTIVES MEAN 
STDDEV CORR SIG N 
  /MISSING PAIRWISE 
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  /STATISTICS COEFF OUTS 
R ANOVA COLLIN TOL 
CHANGE ZPP 
  /CRITERIA=PIN(.05) 
POUT(.10) 
  /NOORIGIN 
  /DEPENDENT TOI 
  /METHOD=ENTER TB BB 
SB  /METHOD=ENTER TB 
BB SB WFC 
  /SAVE MAHAL COOK. 
 
Resources Elapsed Time 
0:00:00.02 
Memory 
Required 2740 bytes 
Additional 
Memory 
Required for 
Residual Plots 
0 bytes 
Processor Time 
0:00:00.03 
Variables 
Created or 
Modified 
MAH_1 Mahalanobis Distance 
COO_1 Cook's Distance 
 
 
[DataSet1] C:\Users\USER\Desktop\Backup_fromcomputer\Reg_data_Kwasedoo.sav 
 
 Descriptive Statistics 
 
 Variables Entered/Removed(b) 
 
Mode
l 
Variables 
Entered 
Variables 
Removed Method 
1 SB, TB, 
BB(a) . Enter 
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2 WFC(a) . Enter 
a  All requested variables entered. 
b  Dependent Variable: TOI 
 
 
 Model Summary(c) 
 
Mode
l R R Square 
Adjusted 
R Square 
Std. Error 
of the 
Estimate Change Statistics 
 
R Square 
Change 
F 
Change df1 df2 
Sig. F 
Change 
R Square 
Change 
F 
Change df1 df2 
1 .627(a) .393 .354 .16146 .393 10.145 3 47 .000 
2 .676(b) .457 .410 .15438 .064 5.408 1 46 .025 
a  Predictors: (Constant), SB, TB, BB 
b  Predictors: (Constant), SB, TB, BB, WFC 
c  Dependent Variable: TOI 
 
 
 ANOVA(c) 
 
Mode
l  
Sum of 
Squares df 
Mean 
Square F Sig. 
1 Regressio
n .793 3 .264 10.145 .000(a) 
Residual 1.225 47 .026   
Total 2.019 50    
2 Regressio
n .922 4 .231 9.674 .000(b) 
Residual 1.096 46 .024   
Total 2.019 50    
a Predictors: (Constant), SB, TB, BB 
b Predictors: (Constant), SB, TB, BB, WFC 
c Dependent Variable: TOI 
 
 
 Coefficients(a) 
 
Mode
l  
Unstandardi
zed 
Coefficients 
Standard
ized 
Coefficie
nts t Sig. Correlations 
Collinearity 
Statistics 
  B 
Std. 
Error Beta 
Zero-
order Partial Part 
Toleranc
e VIF B 
Std. 
Error 
1 (Constant .396 .041  9.744 .000      
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) 
 TB .362 .098 .430 3.704 .001 .501 .475 .421 .958 1.044 
 BB .173 .112 .182 1.546 .129 .328 .220 .176 .927 1.078 
 SB .285 .111 .300 2.568 .013 .392 .351 .292 .947 1.056 
2 (Constant
) .514 .064  8.035 .000      
 TB .503 .111 .596 4.516 .000 .501 .554 .491 .677 1.478 
 BB .107 .111 .113 .966 .339 .328 .141 .105 .866 1.154 
 SB .243 .108 .256 2.264 .028 .392 .317 .246 .921 1.086 
 WFC .319 .137 .306 2.325 .025 .067 .324 .253 .683 1.463 
a  Dependent Variable: TOI 
 
 
 Excluded Variables(b) 
 
Mode
l  
Beta In t Sig. 
Partial 
Correlation Collinearity Statistics 
Toleranc
e VIF 
Minimum 
Tolerance 
Toleranc
e VIF 
Minimum 
Tolerance 
Toleranc
e 
1 WFC .306(a) 2.325 .025 .324 .683 1.463 .677 
a  Predictors in the Model: (Constant), SB, TB, BB 
b  Dependent Variable: TOI 
 
 
 Collinearity Diagnostics(a) 
 
Mode
l 
Dimensio
n 
Eigenvalu
e 
Condition 
Index Variance Proportions 
(Constant
) TB BB SB WFC 
(Constant
) TB 
1 1 2.389 1.000 .05 .06 .05 .06  
2 .828 1.699 .01 .07 .35 .27  
3 .579 2.031 .00 .59 .03 .47  
4 .204 3.422 .95 .28 .57 .20  
2 1 2.969 1.000 .01 .02 .03 .03 .02 
2 .844 1.876 .00 .13 .24 .22 .01 
3 .702 2.057 .00 .29 .06 .20 .07 
4 .413 2.681 .02 .04 .36 .54 .15 
5 .073 6.374 .97 .53 .31 .00 .75 
a  Dependent Variable: TOI 
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Residuals Statistics(a) 
 
 
Minimu
m 
Maximu
m Mean 
Std. 
Deviation N 
Predicted Value .0221 .5950 .3228 .13582 51 
Std. Predicted Value 2.214 2.005 .000 1.000 51 
Standard Error of 
Predicted Value .024 .076 .047 .012 51 
Adjusted Predicted 
Value .0156 .5754 .3204 .13903 51 
Residual .27485 .30263 .00000 .14808 51 
Std. Residual 1.780 1.960 .000 .959 51 
Stud. Residual 1.891 2.177 .007 1.014 51 
Deleted Residual .31009 .37340 .00241 .16579 51 
Stud. Deleted 
Residual 1.948 2.274 .008 1.030 51 
Mahal. Distance .234 11.028 3.922 2.482 51 
Cook's Distance .000 .222 .025 .042 51 
Centered Leverage 
Value .005 .221 .078 .050 51 
a Dependent Variable: TOI 
 
 
 
 
 
 
 
Hypothesis four: Job insecurity, work overload,and work family conflict on Turnover 
Intention 
Variables Entered/Removed(b) 
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Mode
l 
Variables 
Entered 
Variables 
Removed Method 
1 WFC, 
JIS, 
WOL(a) 
. Enter 
a  All requested variables entered. 
b  Dependent Variable: TOI 
Model Summary 
 
Mode
l R R Square 
Adjusted 
R Square 
Std. Error 
of the 
Estimate 
1 .805(a) .648 .626 .12292 
a  Predictors: (Constant), WFC, JIS, WOL 
ANOVA (b) 
 
Mode
l  
Sum of 
Squares df 
Mean 
Square F Sig. 
1 Regressio
n 1.309 3 .436 28.867 .000(a) 
Residual .710 47 .015   
Total 2.019 50    
a Predictors: (Constant Job insecurity, work overload, and work family conflict  
b Dependent Variable Turnover Intention 
Coefficients (a) 
 
Mode
l  
Unstandardized 
Coefficients 
Standardized 
Coefficients t Sig. 
B 
Std. 
Error Beta B 
Std. 
Error 
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1 (Constant
) .571 .067  8.515 .000 
JIS .486 .082 .420 7.353 .000 
WOL .358 .104 .310 3.425 .001 
WFC .221 .074 .272 2.991 .004 
a Dependent Variable: Turnover Intention 
